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In the Spring of 1972 reports to the Education Committee of the
Illinois Commission on the Status of Women froﬁ canpuses throughout the
state seemed to indicate that the position of women in Illinois
inytitutions of higher education was deteriorating at an ever-increasing
rate. The reports indicated, among othar things, that in the newly
established universitiee.and junior colleges the same patterns of dis-
crimination were appearing as have been the practice in the established
institutions. 1In addition, at universities where women had been kept
in the lower ranks amd out of ths tenure track by discrimination and
nepotism rules of the past, the budget cute had decimated women,
cepecinlly at the major universities, where the budget cuts were most
Hevere,

n apite of the support to be expected from the federal Equal
Imployment Opportunity Act (EEOA) and the Illinois Fair Employment
Practices Act (FEP2), which had just been extended to cover women in
higher education, and despite the appointment of affirmative action
officers-in the state universities, the number of reports demanded
investigation.

The Education Committee sent a questionnaire to every imstitution
of higher education in Tllinois--public and private colleges, junior
colleges, professional colleges, etc. -- and 93 replied.

The resulta of the survey substantiated these charges and more.
It showed that the pattern of employment places most men in the three

professional ranks, and over half in the top two tenured ranks alone,



while less than one quarter of the women are in the tenured ranks.

This 1s clearly demonstratad in Figure 1, Full time Faculties at State
Universities,in the appendix. The survey also showed a coneiderable
difference betwean the patterns of employment for singlec and for married
women. Over one-third of the single women but less than one-sixth

of the married women are in the tenured ranks as illustrated by Figure
2, Relative Positions of Single and Married Women in State Universities,
in the appendix. .

In the state universities of Illinois, women constitute 20%
nf the total teaching faculties wﬂ}ch is cqual.to the national average
of 20.6 1n 1972.1 In most of the Illinois institutions the proportion
of women either remained the same or dropped from 1970-71 to 1971-72.
And in the summer of 1972, in the teaching ratks of Inatructor to
Professor, women constituted 31.% of persons fired, but only 21X of the
persons hired. Although women are hald to ‘tha:lower. ranks and serve
longer within each rank, they are paid less at avery rank, often at
lnast $1,000 less. Table 4,Median Salary Differentials Between Men and
Women Faculty of $1,000 per Year or More, lists institutions in which
this holds true.

Most schools have no grievance procedures to cover gex discrim-
ination complaints, and the firings of women in the institutions which
do are among the heaviest in the state. Nepotism rules are still
in force at many echools as shown in Table 3, Institutiecns in Illinois
with Anti-nepotism Rules. The etatistics would ssem to Iindicate that

the nolicy exists much more widely than is admitted.

lobert Jacobson, "Faculty Womer Earning 17X Less Than
Men," Chronicle of Higher Education, Vol. vII, No. 23, March 12, 19/3,
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The extrame nature of this information indicated that a large
numbgr of ingtitutions in Illinois ware not in compliance with the
HEW Guidolin.g; FEPA, EEOA or the federal Equal Pay Act. (At Prairte
State, the median salary for women is $6,100 less than that for men;
in the Lecturar rank at Southarn at Carbondale, women make less
than -half as much as man.) Although tha HEW Higher Education Guide-
iigggz direct universities to remedy the situations of women who have
been discriminated against in the past, including women who have had
to accept part-time employment or waiver of tenure, or are in non-
tenurz ranks because of the napotism rules, scme univeraities
appaear to have chosen the'remedy" of releaesing them, rather than
promoting them.

The data indicated such a strong pattern of discrimination that
the Education Committee concluded that it was imperative that a he@:ing
be conducted to ascertain whether ur not the universities ware beginning
td comply with the laws and executive order since the surﬁoy was made.
The hearing was held on March 2, 1973, in Springfield and chaired by
the Houorable Egthar Saperstein, Chairperson of the Illinois Commission
on the Status of Women and Illinois Senator, llth, District. The state
university presidents and their representatives, as well as other
interested persons -- faculty women, civil service otaff, and students--
were invited to testify. The presidants were asked to pressnt written
reports and to speak to the following nine points:

1. Present Proportioa of Females to Males at Each Rank
as Compared with 1971-72,

2. Funds Provided for the Creation of Salary Equityy Between
Males and Pemales.

2

Higher Education Guidelines Executive Order 11246, U.S. Dept.

)
E[{I(j of Health, Education and Welfare, Office of the Secretary, 0ffice for
ZmSms Civil Rights, 1972,




3. Present Salary Differentials Within Rank for
Males and Femalas.

4. 1Introduction of Recruitment Procedures Designed to
Insure the Consideration of Qualified Women.

5. Establishment of Grievance Procedures for Casas of
Alleged Sex Discrimination.

6. Re-examination of Tenure Procedure for Eligible
Female Faculty.

7. Elimination of Nepotism Rules.

8. Adjustments in Titles and Salaries of Civil Service
Positions Commenetirate with Duties and Responsibilities.

9. Equalization of Educational Requirements for Scholarship
Monies and Fellowship Monies for Males and Females.

On these nine points, the hqaring data gave little reason
for complacency. The task of remedying the inequities in hiring, firing,
tenure, promotion, and salary is entrustad to the vary people who
brought about the present inequities., It is not surprising, therefore
to discover that the inequities remain, and the situation of women
continues to worsen.

1. At the major universities, the PROPORTIONS OF FEMALES TO
MALES in the faculty remained the same or declined. The proportion of
women to men at the University of Illinois Champaign-Urbana is the same
as it was 20 years ago, and the precipitous decline in the number of
women at Illinois State University has reached critical proportions.

2. Although some universities have sat aside FUNDS8 TO ADJUST
SALLARY INEQUITIES, a large proportion has gone to adjust inaequities
between men. The general feeling seemed to be that one takes care of
inequities with "spare'" aoney, after the usual raised are allotted
in the usual way. Since the adjustment of inequities is left up to the
very people who created them, adjustments can be expected to be

Q
[ERJf:minal, and the inequities can be expected to reappar in a year or two.

IText Provided by ERIC



3, There seeme to be no improvement in the SALARY DIFFERENTIALS
WITHIN RANKS FOR MALES AND FEMALES. Some of the differentials in
Tabdle 4, Median Salary Differentisls Batween Men and Women Faculty
of $1,000 per Year or More, rapresent the situation after & round of
“equalization." Chancellor Peltason, of the University of Illinois-
Champaign-Urbana, pointed out that most women are clustered in a few
departments, such as Home Economics and the library and that these are
traditionally low paying departments, He showed that the differentiais
were smalber in the departments with the most women. But since these
are departments where women are given tenure, less discrimination in
the salary acale can be expected. Not shown were the glaring differen~
tials that would exist 1f those dapartments which are traditionally
conaidered to be women's strongholds ware omitted from consideration here.
In the ¢an unita which Chancellor Peltason listed in his report to the
Education Committee as having the highest proportion of women faculty,
men are peid leus than the univeraity average for Qan while women are

mMoTe- women

paid *tesw tnan the university average for-men. While women are paid
more than the university average for women in their ten units most of
the men st1ll receive larger salaries than do the women. Since the
average for women in low-paying fields is less than the average for men
in low paying fields, it is clear that women's salaries are lower than
the men's even in the fields in which women appear in larger numbers.
Hence the small proportion of women in hiéh paying fields does not
explain the salary dJdifferential.

4. Most preasidents assured the Committee of their "commitment'

to the RECRUITMENT OF WOMEN AND BLACKS. The statistics reply that



this "commitment" is ineffectual. These astatistics are enumerated
in Table 2, Terminations and Full Time Hiring Compared with Full Time
Teaching Faculty in the Ranks Instructor-Professor.

5. GRIEVANCE PROCEDURES at moat universities are also in the
hands of the administrators who have discriminated against women.

The situation at Southesn Yllinois University-Carbondsle aﬁova wvhat must
happen 1if women have no real hope of justics within the universitj;.

Many individual complaints have been filed by women faculty with govern-
mnnt‘agencies. Once case, in particular,has bean under adjudication‘for
two yaars and is not yet settlad. In no case are the realities of
discrimination, the harassmsnt, the unequal job assignments which
conastitute a "women's track," and the vague and often unwritten

criteria for promotion taken into consideration in the set-up of the
grievance proceduraes,

6. The presidents felt that since TENURE PROCEDURRS ara the same
for men and for women, there‘waa no problem here. Yet if anything is
{s clear from the survey and the hearings, it is that tenura is often
the c¢rux oflthe problem. Women, and especially married women, are
seldom advanced to tenure except in "woman's' departments. Hence,
when cuts are made, it 18 most frequently women who are immediately
vulnerable.

7. NEPOTISM RULES)according to the state university presidents)
no longer exist. An examination of employment patterns, however, shows
that not only is there variation in policy between universities but even
greater variation from department to department within inastitutions.
Apparently many departmantn follow unwritten nepotism policies. A

number of private and community colleges still have writtea’ nepotism




rules even though these are in violation of the HEW guidelines. A
list of those institutions with nepotism policies can be found in
Table 3, Institutions in Illinois with Nepotism Rules.

8. The CIVIL SERVICE CLASSIFICATIONS are a serious problem.
There are separate classificatione for men and women who do the same
work, men recdiving higher salaries. The change from one class to another
involves loss of seniority, which moet women cannot afford, especially
in a time 6f cutbacks. Thus, promotion from lower claes into managerial
class 1a too hazardous for most people, although promotion from
adminietrative clerk to administrative assistant, or foreman to "boss"
wouls seem to be logical. Women and blacks are frequently locked into
the lower classes by this sytem. PFurther inveostigation into the
entire Illinois State Civil Service System 1is clearly needed.

9. The prcblem of discrimination in SCHOLARSHIPS AND FELLOWSHIPS
does not appear to be widespread, at least from the evidence presented.

Women are under-represented in administrative positions throughout
higher education, and, in addition, the highest posts to which they are
usually assigned have the prefixes of assistant or associate--assistant
dean, associate director, etc. The majority of women listed as
administrators are at the level of executive assistant or administrative .
aide,the lowest rungs of the administrative ladder. Table 5, Percentages
of Women Holding Administrstive Positions in Private and Public Colleges
and Universities in Illinois, indicates the proportion of women in

administration in selected Illinois institutions.



The problem created by the pattarns of employment in higher
education for men and women ie becoming acute. The proportion of the
faculty which is tenured is increasing. In the last two ysars, the
total faculty at Illinois State University has decreased by 51, but the
tenured faculty has increased by 55, and a similar pattern is emerging
everywhere. The universities are approaching tenure saturation, at
which point additional promotions to tenure will be available only when
someone leaves for whatever reason.

Since job mobility is minimal in today's job market, and since
most of the people now in the tenured ranks are in their thirties
or forties, vacanciss for tenure will be few. As the proportion of
tenured facv ty in~resses, the proportion of the faculty from which
cuts can be made decreases and the cuts become deeper. At the point
of tenure saturation, the current pattern of employment for women will
be permanent. Since those who are not given tenure must quit after
six years, women are often considered temporary employees. Bacause
women are represented disproportionately in that part of the faculty
which can be let go, they are removed disproportionately--usually at
an even higher rate than their proportion in the untenured ranks.

This pattern ig evident in(Table 2, Terminations and Fyll Time Hiring
Compared with Full Time Teaching Faculty in the Ranks of Instructor-
Professor) 2t Illinois State University, Northern Illinois University,

Southern Illinois University-Carbondale, and the University of Illinois

-

The figurea for total faculties are taken from Tables 1 and 2. The

O tuatfon of women in the private colleges and universities is generally
ree, the gituation of women in the junior colleges is better.




Champaign-Urbana. But the shift toward tenure saturation indicates
that this pattern will get worse, not better, unless corrective
measures are talken very soon.,

Women conatitute 20X of the public university faculties in the
state, 21X of hiring, 31X of the firing. This high turnover rate again
reflects the pattern by which their employment bacomes temporery.
Although the proportion of women in the tenured ranks (less than 1l1X)
is small, the proportion of womei hired 1 the tenured ranks is smaller
yet, less than 7%. The hiring tt s (z-~inues and even increases
the pattern by which women are dlscriminated against.

The situation of married women, which seems to indicate that the
nepotism policy remains even where the written rule is gone, deserves
speciil mention. Alchough ma-rie' women are only 8 1/2X of the faculties,
they were over 192 of the peoplc let go. This atate of affairs is
not aurprising since married women :cnstituta only 2 1/2% of the tenuraed
faculties and no marriad womsn vere hired in the tenJred ranks. Thus
th: sffirmative xction hiring, nandated by HEW, appears most frequently
to be a process by which a few vomen come in the front door while a
disproportionately greater number file out the back.

Two reasons have been advanced for the fact that married women are
being let go at almost four timus the rate of men throughout the state:
First, that in budget crisis, many administrators feel that all jobs
should go to "breadwinners,' and; second, that married women are less
able to avail themselves of any legal recouree for fear of reprisals
against their husbands as well as agaiast themselves,

Although few administrators seemed to‘think it necessary to

reconslder their tenure procedures and felt that the problem lay
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elsewhere, this is where the main problem usually lies. At Illinois
State University in the past two years, the faculty has decreased by
51 posiriona: 10 men and 41 women. In the samo time period, the
tenured faculty has increaesed by 55 peresons: 20 men and 5 women.

The situation at other schools is much lass extreme but Figurees 1
and 2 indicate that it is eerious.

Few meem able to see the injustice in laotting the same administra-
tors who have discriminated against a woman evaluzte her qualifications
for tenure. Their discrimination also hinders her from qualifying
for tenure by forcing her into the well-known "women's track" which
includes assignment to jobs and courses no one wants or raespactas,
while excluding her from tha prestigious courees and policy-making
committees. She may be denied tenure on the grounds that the work
she has done is too menial. Since the criteria for tenure are generally
vague, there arg‘fw cases 80 clearcut that the administrator cannot

convince himself that the man is better qualified than the woman, and

n .

that this 1s of primary importance.in this case. In thees fine
judgments, many people who do not intend to diacriminate will nonetheless
do so inadvertantly through lorng: established habit. For example, in

a case whare the difference in favor of the woman ie slight, an’
administrator would not be inclined to consider releasing a man with
three children while giving tenure to a faculty wife. In the state
universities, 51% of the men, 35X of the single women, and 16X of

the married women are in the tenured renke. Overall, 24X of the women
are in these ranks.

There ara far too few meaningful grisvance procedurss for sex

discriminstion cases. Moet appeal procedures simply require the woman



11
to ask those whe discriminated against her whether or not they &id-eg.
Of those few schools which have cemmittass set up to consider sex
discrimination cemplaints by individuale, the case for appointed
committees is net good: Northerm Illinois University has such a committee,
and of those fired in Instructor-Professor ranks 60X ware women,
while only 23X of those hired full time in these ranks were women.

At Western Illinois University,the President’s Committes on the
Status of Women,after axtensive resesrch,recommended five faculty women
for salary adjustment on the basis that there had been discrimination.
All five cases were sent back by the president to the original
evaluating bodies involved, the Committae on Professional Status, the
Deans and the Departments. 211 refused to reconsider their original
decisions. None of the wemen received sdjustments on the basis of the
committee's recommendations. And at Western Illinois Univeraity, that
same year, 41% of those lat go (16X of those full time in these ranks)
were women. At Sangamon State, thera was no reduction im faculty, but
only 12X of those hired in these ranks were women. At Northeasterm
where an independent ~eup of women, the local branch of University and
College Women of Illinois, hears discrimination cases and makes
recommendations to the university, there ware no firings, and the hiring

in these ranks wvas 29% femals.
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Table 3

Institutiess in Illineis with Nepotiem Rules

No husbands and wives or no two from same family as a written rule:

College of DuPage

College of Lake County

Danville Junior College

Illinein Central Collega (but cleims it is not enforced)
Kankakee Community College

Kaskaskia College

Parkland College

Rend Lake College (Hopes to change it)
Sauk Valley College

Shawnee College

Auguatana College

No spouses in the same department:
Lewis and Clark College
Eluhurst College
Knox College

In addition, Robert Morria College replied "Wa try to avoid (nepotism)."




Tatle 4

Median Salary Differentiala Betwaon Men and Women Faculty
of §1,000 par Year or More

College Rank Median maln-mcd1¢n female

PRIVATE SENIOR

Augustana Professor 1,000
Asesoc. Professor 1,600

Columbia one rank 4,200

Concordia Professor no women profeesors
Assoc. Professor 1,500
Aast. Profeascr 1,500
Instructor 1,000

George Williams . Professor 1,800

Judson Professor no women professors

K:rox Professor no women professeors
Aset. Professor no women asst. professors
Instructor 1,000

Lake Forest Profesaor 1,750

Monmouth Profeasor 1,300
Amsoc. Professor 1,000

Quincy Professor no women professors

Roosevelt Profeaaor 2,700

DePaul Salaries not given

Univeraity of Chicago Salaries not given

Northweatern Questionnaire not returned

Loyola Professor 1,500
Assoc. Professor 1,600

Illinois Inst. of Tech. Professor no women professors
Agsoc. Professor 1,300

Asst. Professor 1,100




Table & (continuad)

College Rank Median male-~madian feaale

PUBLIC SENTOR

Chicago State Professor 3,000
Asst. Profeasor 1,000
Eastern Lese than 1,000 differentiel at all renks
Covernors One rank 2,500
Illinois State Lecturer 1,400
Northeastern Profesacr 1,400
Northern Professor 1,200
Assoc. Profesaer 1,100
Lecturer 6,750
Sangamon Professor no women professors
Southern-Carbondele Professor ' 1,600
Inetructor 1,000
Lecturar 7,300
Southern-Edwardsville Professor 1,000
Lecturer 3,400
U of I-Chgo. Circle Salaries not given
v of I-Urbana Profassorr 2,800
Assoc. Professor 1,300
Asst. Professor 1,300
Instructor 1,200
Lecturer 1.400
Wentern Assoc. Professer 1,000

“PUBLIC JUNIOR COLLEGBS

Belleville Area One rank 2,300
Black Hawk Instructor 1,200
Southwest Professor 1,700

Instructor 2,300
DuPage One rank, 9 mo. eppt. 1,000

One rank,12 mo. eppt. 3,000




Table 4 (continued)

College Rank Median male-median female
Danville One rank 1,500
Joliet One rank 1,900 (By schedule)
Lake Lank One rank 2,000
Lewis and Clark Professor no women professors

McHenry County

Morton

Oakton Community

Parkland
Prairie State
Rock Valley
Shawnee

Spoon River

William Rainey Harper

Assoc. Professor
Instructor

Salaries not given

Assoc.Professor
Asst. Professor

Salaries not given

One rank
One rank
One rank
No salaries given

Professor
Assoc. Profeasor

no women assoc. professors
1,300

no women assoc. professors
1,000

6,100
1,800

1,900

no women professors
2,000




Tebla 5

Percentageé of Wemen Holding Administrative
Pesitions in Private and Public
Colleges and Universities in Illinois

Total % . b
State Senior {n Admin.* Departaosnts Chaired by Women
Chicago State 17% (6) Modern Languages, Home Bc., Art,
Bio. Science, Nuraing, Library Science
Eastern Illinois 17% (3) Library Science, Home Ec., PE for
Women
Govarnors State 5% None
Illinois State 92 (3) PE for Women, Home Ec., Professional
Lab Expariences
Northaeastern 302 (5) Political Science and Economics,
Sociology, Early Childhood Education,
Educational Poundations, Guidance and
Counselor BEducation
Sangamon 10X None
Southern [1llnoin-Carbon, 4% (4) PE for Women, Home Ec., Clothing and
Textilee, Femily Economics and Management
Southern I1linois-Edw. 10% (1) Sociology
University of Illinois
Chicago Circle not given None
University of Illinois
Urbana 4 (1) Homn Ec.
Western Illinois 17% (3) Elemenzery Bducation, Home Ed.,
PE for Women
Private Senior Bepaotwente Chaired by Women
Augustana )4 None
Concordia z Nonae
Knox 8x None
Lake Forest b} 4 None

QO south 132 (1) Classics
ERIC ;

IToxt Provided by ERI



'Table 5 (continued)

Private Senior

Total %

" in Admin.* Departmenta Chaired by Women

Quincy

Tilinois Institute of
Technology

UIniveraity of Chicago

Northwoestern

11% (1) Biology

5% None
11% (2) Clazsics, Sociology

Queetionnaire not returned

Public Junior

Departments Chaired by Women

Balleville Area

5% (1) English

College of DuPage k)4 None

Joliet 18% (4) Nursing, Ed. Psych., Home Bec.,
PE for Women

Kaskanka 12% (2) Lettars, Library

Lake Lanu 8X (3) Heelth Education, PE for Women,
Practical Nursing

Oakton Community 14% None

Parkland 15% (1) Div. of Humanities

Prairie State 18% (5) Gen. Studies, Child development, English
Nursing, Dental Hygiene

Rock Valley 10% (1) Nursing

Southwest (Woman Pres)33X (4) Arts, Humanities, Foreign Lanugages
Social Science

. Waubonsee Community 11X (1) Nursing

William Rainey Harper 9% None

*Thia percentage includes executive assistants, administrative aides, .ekc.



ZL-TL6T “STOBITII ul
8913FS1aaTU] 23B1S e sayajnoe] {wyl TInd

1 2an313

103°n138Ul

9tsS

765 108833014

JURISIS8Y

108833014
23180088V

108823013

ER0M

1039Nn1380%
758

108893014
2UB3}SI88Y

ALY

1088330143

2191 21970088V

108893014

NIH




SINGLE

Profegsor

Asnociate
Profeasor

Assistant
Professor

Instructor

MARRIED

Profesnor

Asasociate
Professor

Assigtant
Professor

Instructor

Figure 2

Relative Positions of Single and Married Women
In State Univeraities

Key: full time solid; part time clear
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The Civil Service women at Northern Illinois University have nn organization
and no aystematic means of communicntlon with each other. There have been attempts
in the past to get the clerlcal/secret&rial women té Join the union which is

veady on campus. However, to date, only 12 women have Jjoined. .Wgﬁen seem to
e very reluctant to join unions; they view it as a last resort. Many aré
afraid to jeopardize their jobs and many are simply leery of unions. After all,
unions are responsible for supporting and perpetuating lower salary sceles for.
women. This may change, however, as they begin to view women's rights as a great
potential for union expansion.

Deopite this present lack of organization, many women in Civil Service are
'beginning to renlize what great diecrepancies exist beiween salaries of men and
women and to feel the need for some organized pressure to change their situation.

The proportion of men to women in each clessification does not tell us ruich
because, in general, the classifications are sex oriented. A quick perusal -2
the staff directory indicates that women are usually hired for certain posi*ions
and men for certain others. For example, a "cook's helper" is always a womad;
whereas, a "kitchen leborer" is always a man. The woman's salary range is $2.0
to $2.80/hour, while the man starts at $2.98/hr. (18¢ sbove her maximum) and
goes up to $3.28 after a pix months' probationery period. Yet both ere comnon
loborers in the kitchen with responsibilities of similar difficulty. Both must
pass a food handler's examlnation plus have a simple gkill. The cook's helper
must have a "knowledge of food terms and methods of preparing foods;" whereas,
the kitchen laborer must have a "knowledge of operation and use of simple
cleaning solutions end equipment." Yet his salary is $83/month above hers at

Q all levels of equal experience. In fact, the programs which hire physically
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) labovers.
und emotionally handiempped yeung men place them as kitchen kheipers. When a

food manager was asked why they were not hired as cook's helpers, he answered
simply, "Because they would not earn as much." Actually, they are not capable
of doing what the women do as cook's helpers.

In the clerical/secretarial classifications, a woman administrative clerk
may perform similar functions and responeibilities to a male administrative
assietant in anothor department. Or if she leaves, she might be replaced by a
man at the higher classification. Her salary range will be $48U/month to $700 maximum
after five or six years on the job; whereas, he will start at $725/month and
advance to $1085 masximmum.

As you can see, the women's salaries top out below the levei where the ﬁen's
salaries begin. I should add, however, that in recent monthes at least two
women nhave been appointed administrative assistants, so perhaps this will start
a trend.

Another hopeful note is that the pay differential between janitors and
janitresses‘was eliminated recently. There is no longer a distinction between
light duty and heavy duty work. All are now classified as "building service
workers" and all receive the same pay. I hear that the men are complaining
greatly. I have been told, however, by one foreman that the women are actually
better workers. It should also be noted that there are 171 men employed as |
building service workers and only 25 women, 5o their jobs are not exactly in
jeopardy for this reason.

There is a grievance procedure set forth in the Civil Service manual. I
have no comment about its effectiveness because I am not famlliar with its use.
I was told by a personnel officer that a few women have come to him with

complaints of sex discrimination. When he asked them to puh it in writing,

which would be necessary for a follow-up, he did not hear from them again. Only
O
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one case, which was a minority situation as well, reached the stage of sitting
down with a union reﬁreaentative and the personnel officer. The problem was
resolved at that level and no further grievance was necessary.

Adjusiments of titles and saluries of Civil Service women commensurate with
thelr duties und responsibilities is definitely a problem. With recent experience
in this erea, I can suy, however, that the real problem is the salary schedule |
itself. No matter how much responsibility a woman clerk may have, nor where
ghe 1s reclassified, she probably pever will earn as much as a janitor or a
grounds worker--who happen to be at the bottom of the line for men. Or if she
is in a top position, she might catch ur with him after five or six years on
the job.

A study of the salary range, the minimum qualificationé, and the responsi-
btlities of the clerical/secretarial classes as compared to the grounds
classifications or the bullding services 1s very revealing. Altogether there
are 69 clerical/secretarial classifications listed in the Personnel Office
print-out. Of these, only seven do not require a minimum of high school graduation.
They do, however, require some special gkill or training; i.e., mathematical
aptitude or manuel dexterity or practical nurse fraining. Then there are six
positions which require one to four years of college or equivalent. ‘Egék leaves
56 classifications which require a minimum of high school graduation plus one to
five yearus of experience and/or special training.

Of these 69 clerical classifications, only the top/gggg%ions start as high
as o Janitor or a grounds worker's salary. And the qualifications of a grounds
worker? They are quote,"No minimum qualifications.® A grounds worker is, of
cource, at the bottom of the line of the grounds crew.

There are 21 more clerical positions which can eventually catch up to the
grounds workers and janitors after five or six years on the job. That leaves

Lalclerical classifications which can pever catch up to the salary of a common




L~
laborer who is a male.

Incidentally, a registered nurse is included in the clerical/secretarial
class rather than professional/scmi-professional. I do not know why. She is
one of the highest puid in thinm olacs, of course, yet she starts only 25¢/hour
above a janitor or grounds worker. But after a six months' probationery period,
he goes directly to $3.74/hour thus earning 2¢/hour more than she.

I do not wish to imply that janitors and grounds workers are overpaid;
they are still undexr the national average. I am merely pointing out that
women in much more responsible positions requiring more education, several years
of experience and supervisory abllity should be worth more, yet in fact, they
are e much less.

When one compares the promotional line of typing clerks, grounds services
and custodinl services, for example, one can see the parallels of minimum
qualificationp, salaries, and responsibilities. (See enclosed table and Civil
Sorvico specifications.) In every instance the male domineted grounds and
custodial services empioyecs earn from 33- 70% more than the women. The only
determining factor for this d iscrepancy is the difference of sex.

This study should be continued in greater detail. However, it would appear
.that the Civil Service salary schedule is not complying with the Equal
Employgment Opportunity,éf fhe Civil Rights Aot of 1964. Sex discrimination
is written into the system very clearly. If equality ﬁeans anything, it must
mean equal pay for equal respohsibility, equal minimum qualifications, equal

training and experience regardless of the sex of the employee.




A COMPARISON OF PROMOTIONAL LINES OF THREE CIVIL SERVICE GROUPS

Minimm Qualifications and Salary Ranges

CLERICAL CLASS

Typing Clerk I

high school grad + skill
$2.09/hr ($362/mo) -

3.13 ( 542)after 5-6 yrs.

Tyning Clerk IT

hi school + 1 yr exper/
training

$2.20/nr (381) -

3.28 (568)after 5-6 yrs.

Typing Clerk III

hi school + 2 yrs exper/

training
$2.41/nr (417) -
3.61 (625)
Chief Clerk
hi school + 3 yru exper/
training

go.78/mr (481) -
L6 (721)

Mdministrative Clerk

hi school + 5 yrs exper/
training

£2.77/nr (480) -
4.0/ (700)

GROUNDLE SERVICES

Grounds Worker
no minimum qualifichtions

$3.44/hr ($596/m0) -
3.7 ( 648) after 6 mo.

Aop't Grounds Garderer

1 yr experiocnce

$3.60/hr (624)
3.90 (676) after 6 mo.

Grounds Gardener

2 yrs experlence

$3.5L/hr (613) -
5.30 (918)

Sub-Foremen, Grounds

3 yrs experlence

$3.70/hr (641)-
L.00 (693)

Foreman, Grounds

4 yrs experience

$4.08/hr (708)
6.12  (1062)

CUSTODIAL SERVICES

Building Service Worker

pass physical exam

$3.44/hr ($596/mo)-
3.7, (648) after 6 mo.

Syb-Foreman, Bldg Serv

2 yrs experience

$3.90/hr (676)-
5.8, (1012)

Foreman, Bldg Sem ices

3 years experience

$4.08/nr (708)
6.12 (1062}



Name of College or University

SURVEY OF ILLINOIS' COLLEGES AND UNIVERSITIES
ILLINOIS COMMISSION ON THE STATUS OF WOMEN
Committee on Education

Does your institution have a committee or task force whose primary

1.
responsibillity is the investigation of discrimination against
women? If so, would you please explain:
(2) how its membership is constituted
appointed? __ (by whom?)
elected? (by whom?)
(b) how often does it meet? .
(¢) what tasks it currently is undertaking?
(a) Pleasé giye name anq'address of the chairperson.
2. In addition to the committees ordinarily designated to handle appeals

regarding salary, promotion, and tenure, is there any group egpecial-
ly designated to handle individual complaints based on sex? If so,

please explain.




Does your institution have a policy or practice of not employing
more than one member of a family on the faculty at the same time?

Yes No

Please attach or transcribe hore the policy or practice.

(Answer only if you have a doctoral program at your institution.)
Do you presently offer pre and/or post-doctoral fellowships to
specifically encourage women to re-enter their professions after
a period of separation from the academic community? Yes___  No__ _
Plcase attach or transcribe here the policy or practice.

Lo you have any uniform procedures for the granting of maternity
leave to faculty members? If yes, please deacribe. If no, who

mokes the decision in each case?

llow many weeks of absence may a faculty member be granted before
and after the birth of a child at her discretion?

If there is a fixed time for maternity leave, note here.




7. Does such leave time accrue against total available sick leave days?

8. What proportion of regular salary and benefits are paid during
this time?

9. Is a pregnant woman reguired to take leave of any type? 1If yes,
describe.

10. Does maternity leave in any way affect the tenured rank, promotion,
teaching assignments, fringe benefits, salary, or time accrued to-
ward tenure of the woman upon her retura to the faculty? Explain.

ll. Does maternity leave in any way affect the non-tenured position,
teaching assignments, fringe benefits, salary, or time accrued
coward tenure of the woman upon her return to the faculty? Explain.

12. May a wale faculty member take leave of any type at the time of the
birth of his child? (If yes, please describe the policy.)




13. May a tenured faculty member receive a parental leave of absence
without pay for a semester or a year W1thout affecting items
mentioned in #lO? Explain.

14.. Nay a non-tenured faculty member receive a parental leave of
absence without pay for a semester or a year without affecting
items mentioned in #11? Explain.

15. TEACHING FACULTY CONTRACTS NOT.BEING RENEWED
AT TrE DIRECTION OF THE COLLEGE/UNIVERSITY
FOR 1972-197%2

Nb. of - No. of Females
Title Males Single | Married ‘% of Females

Profensor

Assoc. Prof.

Ass't. Prof.

Instructors

Lecturers

Other

Total number |




16. ‘ FULL~TIME TEACHING FACULTY
“ 1970-71 - ~ 1971-72
Eo. of [No. of Females No. of|No. of Females
Title ales |Single|Married |% Female|Males |Single|Married|% Female.

Professor

Assoc. Profl.

Ass't. Profl,

Iinstructors
Lecturers
Dther
Total No. - | —
17. ' PART-TIME TEACHING FACULTY
\ 1970-71 1971-72
No ., of_N_o._,c_)i_‘N_J;j‘.emalv.s_1 No. of|No. of lemales|{ -
Title Males |uingletliarried 5 Female) Males |Single)Married|% Female
Profepnor

Assoc. Profl.

Ass't. Profl

Instructors

Lecturers

Lther

Total No.




]

~Dean'Stud_s.

~ As:ioC.,A88't

6

ADMINISTRATION

18.
1970-71 1971-72 .
. No. of| No, of Females No. of{ No. of Females|
. Title Males | Single| Married|% Fomale|Males | Single|Married| % Female|
resident

Vice. Pres,

pAss't, Pres,

Dean 'Schls.

Dther Deans

hdmin, Agss't

Directors

hgnog, Diro,

&85" tu Dl an

Regigtrar

kapQgL_Heg]r.

oupervigsor

Dept.
Chaixpersons

—f
H

Total No. |

t
1
[

|

19. Please name those departments chaired by women.




22. STUDENT ENRCLLMENT 1972

A}

Graduate Undergradu |
Name of School/College | Male FemgJl.e Male Eemg;e

'

.20 ‘. 4
Do
4.

9.

6.

7.
8.
B.
10,
R1.

bo. e

23.

Do you have an official, administrative approved or appointed person
or group in charge of affirmative action for your institution?

Yes No

i If 8o, please give name, title, and address of person in charge or
if a committee, the chairperson,




1

.. 20. PACULTY SALARIES
. FOR 1971-72
: NMale __Female :
Title - Mean | Median| Range Mean |Median Range
Professor

Assoc. Prof.

-
: Ass't. Prof,.

; Enatructors

;'Lecturers

| Dther

21, NEW FACULTY FOR 1972-73 (As of this date)
- INo, of Males No. of Females % Fémale
_ “ single harried

5 Full- Part- Full-|Part-|Full-|Part-

?VTitle time time time . time time }time

;ﬁro?essors-

E‘Aasoc; Prof, --

3 Ass't. Prof.,

" lIngstructors

: liecturers

Dther

?Total No.




Is this person/connittoo«aﬂpouercd t® work for all Iinnritles
or only women? Please explain. -

If a committee; how many members has it?

How were they §élocted?

What groups do they represent?

Name and Title of Person Filling Out Questionnaire:




