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PREFACE
!.

"wladyliks nd Unprofesdional”: Academic Women and Academio Umioms is the sacond
pasphlet in a series dealing with Lhe professional concerns of acadamic women published
by the Modern Language Association Commission on the Status of Women in the Profession.

The first, Academic women, Sex Disorimination and the lLaw, is an sction handbook.
Lt outlines the varicus legal resources available t5> women who have experienced dis-
cyimination, and suggests stratsgiss for groups organised to confrount sexism in
igher education.

The 197} edition of ths handbook noted:

Although we are not in this pamphlet discussing collective
bargaining we are aware of the possibilities it offsrs and
wish o point out that women ars becoming increasingly active
in unions on their campuses: collective bargaining offers
women yet another way to begin to effsct institutional change.

We still believe, to put it simply, that collective bargaining is, or can be, ap
effective means of remedying past inequities and priwiding gquarantses against dllcxtls-
nation. Thus our decision to prepare this second pavphlet,

A vecent edition of the Amupioan FPoderation of Teachere Negotiating Nanual makes
the point et greater lengthi

+os federal laws, quidelines and requlations, as wall as stste

fatr employment practice laws and requlations, prohibit virtually
all the inequitable practices we seek to eliminate. Despite this
array of laws, regulations and gquidelines covering teachsrs and
educarional institutions, however, we must write further guarantees
ayainst discrimination and remedies for past inequities into our
vontracts to insure that we are protected., Using the enforcement
proedures of HEW and the complaint procedures of the EEOC and
Department of Labor means lengthy proceedings, if not court trials.
In nany ases, enforcement agencies have a backlog of cases. Clear
‘ontract languade, supported by binding arbitration, is a far more
expeditious route.

"The law 18 not barjainable,” the manual goes on to insist. Bargaining efforts
should teyin with the law and neqgotiate up from it, not only because such a procedurs
18 tugt tut recauss the unton 12 itself held liable, under ... law, for acquiescing
in discriminatory polici@s and procedures,

E primary con.cern in preparing this pamphlet was to present the experiences of
wumen involved 1n scademi: unions, and to report on efforts to use the machinery of
collective bhatyaining to make gains for women. We hope that these essays will help
“lemysti1fy” *he nature of uynion activity for those who have not experienced it, and
provite a useful sharing of information for women already involved.

For 1f the mechanisms of collective bargaining are potentially more airsct than
those 2830« Lited with affirmative action orders and :nti-discrimination legislation,
the rolitt s of -ollective hargaining are potential’y far more complex. It is no
longer ne -essarily radical to support the idea of collective barqgaining on the campus,
bur the reality of the union movement continues to provoke conflict and confusion
amund ant betweoen academics, particularly female academics.

Q
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Collective bargsining mechanisine <an and should be used to make the demands
most wumen have vame [0 agree are basi . s equal pay and frinage benefits, appropriate
medyal insurance and care, maternity and parental leaves, day-care, clear and
equitable sramdards for accoss to qrants, supportive services, extra earning
ogpportunities, prometion and tenure, In theory a collective barqaining agreement
could 1ncorporate all aspects of atfirmative action planning.

‘elie tive bargaining s not 4 synonym for affirmative action, however., As the
esgays 1 *his pampblet make . lear, “women's demands® will be tncorporated in collec-
tive tarlaining sgreements only 1f taculty women as a group make those demands --
1n e union, f *he campus, and with the leverage of caucuses, coalitions and org-
Mniaatiung %nat  ah trovide jolitical pressurte from outside both,

Hlle *ive Latgalning 1s not equlvalent to affirmative action either in that it
invalves s tatage f o lasues tn wldition to those an which faculty women, as a group,
nave 4 lear and jarty ular interegt,

s the Bast. tssue of whether a -ampus should engace in collective bargaining,
ta-uley srtrtudes rend *o Lie jro-unton in 1nverse relation to the prestige of their
tnstirit v, Women fa-ul'y in untvergsities are, however, somewhat more interested
I afitand vhas cherr mals solieagues, presumably because they lack access to the
tradi®ional modes ot ryylte fuvernance, Women faculty in foureyear and two-year
culleges, whiile wt:l! moge jro-union than women in universities, are, on the other
nant, lesys likely tran thesr male olleagues to support the idea of collective bar~
Jatning, tredumably e 1549+ they have Leon ahle to achleve some measure of status and
power within existing mechanisma,  [And fasulty in English and the modern lancuag.s
are mere lively *han ta.uity overall to support the idea of collective bargainiang,
Visin, Sne presumes, be auge our {iacijlines are more vulnerable within the educa-
tionsl tns** %100,

e fe 191 on * enga in collective bar jaining will involve decisions about
tte teti~1ri n .f *he Yaratning udnit, n statew)Se systems women would, it seems,
hawe acre -iiective harjatning power (f the unit is established system-wide, yet
the more pres® . ji-ugs -envral -ampuses are l.kely to lobby for separate units.,
Jimilarly, wnatever *he anit, wemen wilil have aqreater numbers to pressure for their
partt.alar temands 1t g-atemi: and sujport personnel are included with faculty in
letintng *house tarratned tor; women fa'uley may be torn between their interests as
womer. and *helr S$*4%us a4y fatulty,

Sclle tive tarisining ateements -an teal with or decide to ignore the nature
3t e rtenure dvstem and *he rature of part-time employment on a4 campus. Both
atfe * women 319 3 class, £ women {0 not necessarily agree on whether or how to
ded)l with s.n tgs5es tn ‘2ii»-tlve Laraaining, %Nor 18 it yet clear that women, as
A 1roup, will suppar® lle Tive Darjaining as a basically "bread-and-butter” enter~
$rige or work *or 1's levelopment as the essential mechanism for institutional
Jovernan ‘e,

1.

whaterer *.oi'es are made apout collective bargaining in higher education will
Aefucr teoilry wmen ant ur atadents, Ye samply cannot afford to be absent, unin-
tormed ¢ iiler®.

Fortanate .yt fortirtosly, the jrowing interest in collective bargaining on the
ampus i tieg 0t nly witt ehe end of 4 period of academic expansion but also
Wi*! *he e ot the wemen's movement, Faculty wemen have had the experience,
11 fe et vegrg, in *i9e g4 *iong in their own behalf, and, though perhaps in
tesgrr e jree, . rrrrtat: ns with thoge who exercige institutional power. Similar
A taor and  nfe cegeior witn and within uniony, may be the next and necessary step.

| : 6
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Who knowe! Having learned already to be "unladylike and unprofessional,”
tacuity women say, in fact, be able to lead the way for “gentlemen and scholars.”

iv.

In addition to our contributors here, most of whom responded to & cell for
papers made through the networks of the MLA Commission on the Status of Women and
the Women's Caucus tor the Modern lanquaqges, thanks and achnowledgement are due to
all those on the Commisston, in the Caucus and in Madison and Youngstown who made
suygestions, cffered comments and provided support for this project. This pamphlet
i & first statement on &4 complex topic; we would welcome reader response.

Plaine Reuben
Madison, Wisconsin
December, 1974
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INTRODUCTION

Scholagly articles on collective bargaining in higher education are proliferatiny,
but litzle has heen done on the particular relationship of women to collective bargaine
ing in hiqher education. The purpose of this pamphlet is to assist academic women {n
the formulation of demands, warh them of dangers, advise them of strategies, and
encoursdge them to persist. Rather than presenting theories or statistics the articles
age primarily personal acvounts of experiences with unions.

Wurking on this pamphiet with Elaine Reuben has been a learning process. 1! have
discovered that there 18 & network of feminist academi: women interested in unions,
some of wham are actively involved: others, on the verge. One woman put me in touch
with nthet waemen and 1, in turn, shared with her names of women 1 had talked to. 1
learned that activist women academics are out there that they want to work ‘n unions,
that t .ey are eager to hear what other women are doing and to share their experlences.
! am also impressed by the fact that academic women are nc longer willing “to suffer
and te 4%21l1,"” Significant numbers of women are no longer ntimidated by the epithets,
“unladyl ike and unprofessicnal.” To protest the loss of seniority because of a mat-
ernity leave 18 not *unladylike” and to want salary parity with men i{s not “unprofes~
sinal, " women are rejocting the myth that & woman's job is, by definition, less
s1mmif1 an* than 3 man's and are proving through their activism in unions that they
vake pride 1n their work,

Althouygh we never intendted <o make an axhaustive and comprehensive survey of
v.ademi - women and unions, i1t so happered that the three major barqaining agents are
represented 1n the areticles: NEA, AFT and AAUP, As well as hearing from women, we hear
also frm men, A twu-year :ollege 18 represonted as well as universities. Unfortu-
nately, we have rejorrs from only public i1nstitutions, none from private schools which
may have ser-arate problems,

A jeneral onelusion which most of the writers draw i{s that collective bargaining
19 the bhegt Jvenue for -hange for women in higher education. Other generalizations
affeat otten enough, however, to seem significant, The first is that unions work
primarily fur the tnterests of the marority and are not prone to support the interests
¢t 2 minoritysr second, that unions are male=dominated, as are administrative structures;
*hir}, be 'ause Of these two realities, women need to organize themselves outside of
the union 4s well 89 1nslle to press for their demands; fourth, that the special
nature 5f ac-ademi. unions leads to special problems, such as inter-faculty conflict;
and fifrh, thaet conflivts over values and priorities cut across sex lines.

ne issle ‘entral to wumen appears in the pamphlet only peyvipherally. That is
the issue of part-time employment. Should unions represent part-time workers, many
uf whom ate wamen’> . n the one hand, part-timers may weaken the bargaining position
¢ tull-timers, 'n the other hand, part-timers are otten quaiified women who also
need unicn supgaert, We will all be learning more about this dilemma as time goes on.

This pamphlet 13 organized around three emphases: optimism based on the actual
experien. e 3f what unions have dones reservations created by the reality of unions and
e ngegre 6 *ne scademic situation; and political strategies needed ta accomplish

eftag. 13alse, Al*though many of the articles discuss all three, there is generally a
focus o ne f *hem,

The intr »t. tsry plee by Govdwin Schaefer defines issues which will be developed
in *the ¢.tlowin g sr*s ‘les, sih as the deqgree of power the union leadership has vis-a-
via i1t9 wr aerters and vis-a-vis the administration. Generally, the article defines
~ancepts ‘entral *o an understanding of collective bargaining., The following two

- 3
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_ areicies, “Faculty women at the Bargaining Table” by tsordina Smith, an econamist,

and “Women Faculty ant the Union at Nakland University” by Helen Schwartz are eaper-
iences, primarily positive, of women working within unions. Smith describes the
process at Rutgers whereby the salary inequities within rank were remedied, a proce-
dure wnich was then incorpurated tnto the three-year contract. Schwartz develops
three A1¢ferent dains for w.men in her unions adjustment of salarv inequities, a
faiter dwal in sabbatl al leaves for a fow women faculty, and leadership training
throudh untoun activities, Both smith and Schwartz attrihute these gains to the deter-
mined and peraistent effort of wumen both within the union leadership and among women
members.

iepatating the yenerally optimistiv accounts of what unions can do for wamen
from "hesde teports whi-h contain certain reservations or warning concerning the
polittcal realities of unions are two shorter pieces focusfng on specific demands,
Nadean Bishop's “fulk wisdom” (s that unless a specific issue is incorporated in the
JORtra e, the union 1s poweriess to act on behalt ot the grievant: i.e,, women must
3o their homework and their politivking before the contract is finally signed. Jean
Weaver in “Bill My Abortion as a Prostatectomy, Doctor" suggests, half-ironically,
Jertain solurions to discrimination in health benefits,

women may make demands, but the unions may not always meet them. To recognize
the realitiesd of unions 1s to reruynize thelr limitatjons as well as their possibi-
Itties, Academi.w, anused to Latgainihg collectively or, perhaps, to bargaining at
all, may assume that s uniob will automatically take care of all their needs. Marilyn
williamson, tn “How Not tou nell out: Maintaining Balance in a Collective Agreement,”
warns fa-ulty 1Ot *o gacrtfy e instructional services and research facilities to gain
4418ty in teavws. In “Unions, Politicy, and Reality,” James Dale notes that inter-
taculty -cnfli t an be resolved by the union's support of only thuse members whose
contractual rines nave been violated, (laude Campbell's article, "Peer Judgment and

“rhe wule f cuntidentiality,” 1llus*rates Dale’s contenticn that shared decision-

making Tay fesult tn i1nter-fa.-ulty conflict, He observes that to avold this possibil=-
1*y the rule of -onfilentiality within -ommittees is followed. This rule in itself

a.l ws fur Jiscrimination against wonen be-sause bilased reasons for decisions never

have *.> be made jubll-, Also writirq about the massive CUNY system, Charlotte Croman
1n "Women and 'nlons” reccgnizes the aains unions have made but also their limitations.
Because anions sre “philuscphically cloce to the ground,” reluctant to spend therr
cnerjles n what they perceive as esoterie cdases, she quastions whether the drievance
g e8u 14, ultimately, the answer for woumen,

Moving fr.om che realities 1n%o some jolitical strategies for meeting these
reslitied, Fran ey Bazas h's “Wumen 1n a Corner” illustrates a political trade-off:
abe wiuld write & ‘vlumn attra-ting women tnto the union i1n return for influence for
women's gljhts within ®he -inlon. Another polittcal pressure which Barasch describes,
2 coalition :f wumern, was effe-tive 1n Arlene ctewison’s struggle to retain her
sRnLor1ty £1ghts lesp ite her maternity leave, 1In the last article, “The Three R's:
Feminis ‘ences, Metie -*1ore and Reservations About Women and Faculty Unions,” Barbara
teamaraid, withanu® forusking the t'lea of the traditional union structure for academics,
pens 3§ tuew toseiblit®ies for wademic union women, CLUW, Coalition of Labor Union
Women, arite. wmen In 2.l areas of work., Not only can academic women join forces
witth ®her w oraing wwen tut aled, by overcoming the professional elitism which has
impeted sni o critnigdtin amor g A-ademirs, they can lead the way tn a union of all
werkerd 1o 3n 1ng®ittion, fr.m the parking lot attendants and cafeteria workers to
il pratedd.ry,

WAeR’ s Lov c.vement th 0. leviwe bargaining, whether the women be avademics or

*rate .n n mempers, 1nd: ates woren®s desire to use power effectively. Collective
AT I8ir:ig, w4t % s *the foroe of law belund it, tends to be more powerful than

o
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either individual efforts or unoryanized group bargaining. Several authors in Zhis
pasphle® cortainly attest to the impacet of union strength on administrations. But
the power alignments are not Simply between employees and eEployers, as Dale notes.
Thers a4y be powetr struggles among faculty and between sexes within the union itself.
withou. powel women cannot }iberate themselves from job discrimination, but we do
not w#ank  o¢ at least ! do not want, to surrender to traditional notions of power,
Can 9. A% women, use power in a different sort of way? To distinquish between two
uses of cower, 1 quote from the description of the December, 1974 MLA Forum, Women,
L.itera ute, and Power, sponsored by the Commission on the Status of Women in the
Pratessions® '

«.. the freeing, or liLerating, use of power as opposed to the
Jominati'ng, OF constraining use of povwer. 1In the first sense,
power 15 sn expansive Juantity which grows as peop'e learn how to
uge 1t; in the second sense, power is a finite quantity so that
as ¢ne porson gains it another person must necessarily lose it.
1¢ one's model i3 finite power, one fears the person acquiring
power; 1f one's model {13 expansive power one i{s willing to set
other people in metion without attempting to control them. The
metaghof is the gatekeeper (firite model) versua the person who
unhlocks the door (expansive model).

Moving “upward" into leadership conhoted finite power, the ascendancy of nne
{ eFaun sver another. As women eRter the traditional power organizations, hopefully
we -an transform taeir use of power. If a union is not to became simply another tyrant
aver ta-ulty (for many faculty have expfessed the fear that chey may be exchanging
gne form Lf {1 tatufship fof another) then they must change their use of power to
make it -rea*ive and expansive. Unigns can help women, but women can also help unions.
wWe an e a forve for change.

Leonore Hof fmann
Youngstown State University

- -

s This lea.piption 13 taken from the July, 1974, issue of Concerng, the newsletter
of the Wumen's ‘aucus for the Modern Lanquages.
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COLLECTIVE BARGAINING DEPINITIONS OF TERMS

Goodwin Schaefer
University of Wisconsin
Teaching Assistant Association N

1. what 18 a union?

A union 18 an organization composed of people employed in similar or related
types of work who jotn together in order to protect and promote their common interests.
These interests can be defined as narrowly or as broadly as the union desires. A
recoanized union 18 protected by law. The National Labor Relat’‘ons Act protects
unions in private institutions, 1In public institutions unions are protected only if
there is fno law prohibiting collective bargaining between emplovees and the instrue
mentality of the state. In Dhio, for example, there is no law prohibiting collective
vatgatning for public employees; however, there is a law prohibiting public employees
from wtriking., On the other hand, Michigan and Pennsylvania, for ezample. have
“model ledislation® authorizing coll ‘ve barqaining in the public sector.

2. Hlow 18 a collective hardaining agent chosen?

A collective bargaining agent i3 chosen by the employees. 1n most collective
bargaining elections the first ballot decides whether.the employees want to engage in
collective bargaining at all., The second election choose a bargaining agent. Scme
of the unions which act as barqaining agents for higher education are the American
Federation of Teachers, affiliated with the AFL~CI10, the Nationa) Education Association,
and the Americ-an Association of University Professors.

Jnce a batgaining agent has been choszen the administration must bargain with this
group, which haa exclusive barqaining rights. The administration must turn over to
this ajent all information needed for intelligent barqaining, such as salary schedules.
In most states the salaries of public employees must be open to inspuction by the
public,

Tne tarjaining agent 18 requivred by law to represent all its members without
diseriminstion.

), what 1s .olle tive bargaintng?

Collective targaining 13 a gystem of ncgotiation whereby representatives of the
union barqain with representatives of management for a contract which will be legally
biniing upin both partiea, How much power the barqatners have to make formal agree-
ments with managerent without ratification by union membars depends upon by-laws of
the union. The barqatners mav have a great deal of power to make such agreements, N
or vn the other ham! the univn constitution may reauire all formal agreements to be
ratified by the membership.

4. why bargains with whom!

The way i1n whi.h the union bargaining team 18 chosen ve~ies. The barcainers may
te uncon memleryd who vclunteer for the position, they may be members elected by the
memhership, or thev may be “jrofessional® bargainers paid by the union. "Management®
13 the empl.ver >f the peorle who make up the union, 1In a coliege or university
situation, 1t 15 not always -lear who should be considered the faculty‘'s “employer.®
ft 18 safe to say, hewever, that any persons or groups who control funds upon which
the fa.ilty is tejondent (salaries, instructional budgets, departmental funds) are in
some ajacity the faulty's emplover, These groups may include administration,
regents and the state legislature,

Q
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5, How 1s the contracet enforced?

The contract is enforced threugh a grievance procedure, the mechanics of which
ace laid cut tn the coatzact, Usually, a system of appeals is set up, culminating
in a nheartiy before a professional arbitrator, a third party who is supposedly
1apartial and has no business connections with uither union Or management. A union
membetr or, in same cases, anyone covered by the contract, may grieve any issue or
action which he or she feels irvolves a breach of the contract. Since most contracts
include a clause guaranteeing "fair and equitable treatment,” grievable cases may
coveg & considerable range of potential ihequities,

The lanjuaje of the gqrievarnce often has much to do with its success. Experienced
help 18 needed tu prepare the grievance,

&, whar Jdues the ontra.'t cover!

The contract .overy whatever groups are included in the “scope” clause. These
miqht be only the faculty, or the faculty and teaching staff, or any other groups
whum the unlon considers itself to represent,

In a " lused shup” situation, all persons who are to be covered by the contract
must Yain *he untun., In an “open shor,” the —-ontract covers all groups who have
fe:l fo! by mavority vote that the union will represent them in collective bargaining.
In this -.ase, rthere may be indivifuals covered by the contract who aré not members of
the union. Must educational unions are open shop.

', Miw  an uni ny be used to prote 't women's rights and promote women's causes?

ipe. 1 al-tnterest groups within uniuns often ordanize themselves into sub-groups
~ailed ®eauuses.® APT already has a naticnal Women's Caucus; women can also organize
‘34 uBes within their lorals., sSuch -aucuses concentiate on the promotion of demands
ared pull’les specitic "o women'd tnterests,

'* 1q impertan® that & wmen’s "aucus insist that lauses quaranteeing women's
t1in*s and serving women's needs be included tn tne contract, Many prcblems can be
$oived *hroudh 4 Strorg anti-11s.vimination ¢lause. Other possible demands are day-
sare $3 111?108, maternity paternity leave, open files, etc, The women's caucus may
als. nave t. £13h* sexism within the usnion itself: for instance, insisting that the
unriLn teafersntlp in tude wemen and place women's lsesues amony its contract priorities,

“+, rift vy, inlastrial anlonism

*hare 13 8 Long-s*anding jebate in labor on this subject., “Jraft" unions repre~

- et wotkets &t 1o *ne game *vie of sub (such as metal working), and may have locals
wi*hi severs. lifferene fa-rories and tndustries., “Industrial® unions, on the other
vard, J1%e t.. w tkery «#i1°hin 8 piven industre, regardless of their specific jobs.

. Al sxamjple 4 *he UAw, whih ir. ludes all workers who participate an the process of
mAR 1IN a.t Mt e,

“hig yearl n 4 lmportant for eds ational unions as well. The trend so far has
vown * mar ! zafr gnl nism: ceiors, for tnstance, that represent all X-12 teachers
\r & qive:r ates, fa* 12 net o unclide ofher workers who keep the shools runnina, such
40 oo Tw’ gt ied drel 1acitoz3.  'rians we h e resent only faculty are the most corfon
4 rne rrversity level Aw well, v sOme ordanizers belisve 1t s important to look
Yoagr t gt .a. amionism 1 *re naversity. Such a union would inclule TA's,
fette g, 90 1e®iries, Taictenan e workers, food service workers, eto., as well as
t4 ulvw, Thera are < me tivin®1ies %0 the industrial unton approach for university
$h uitei, 4iv @ 8 £ %% s°rike w il have no immediate economi’ effect on the
AELNPL 4:%%, 34 Y@ 3 Atr.ee T woreers inoa plant croa store. Also. tndustrial union=~
HEY I . N RN SRR L LR R & Wt workeres 17 the same irstitution, whereas craft untons
vard *u  t.ae tuternas livis: o whi % management car turn to its own aivantage.
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FAULTY WOMEN AT THE BARGAINING TABLE®

Georaina M, Imith
Rutgaxs Institute of Management
and Labor Relations

Severel wocial forces are converqing at present to make collective bargaining
& naw and powerful vehicle for remedying yex disctimination on campus., The growing
acceptance of collective barcaining in hisher education, the increasing strenath of
faminist organizations on and off campus, and the recent spate of federal antidiscrie
min.tion laws -- three independent, bu® mutually reinfurcing phenomena == make this
the Lest tima 1n history fer women at the baraarning table,

fhis papes uill briefly etrace each phenomenon, omphasizing its relevance for
tacuivy women, and taen will offer a practical example - the successful use of
collective harjaining to remedv pay inequities against women professors at Rutgers
University,

Collective Bargaining on_Campus

Although collective bardaining has had a lonq history in public elementary and
secondary schools and 19 well established in two=year colleges, it arrijved relatively
recently in foure-year colleges and universities., The first recognition of » faculty
bargaintny aqent in a foureyear institution occurred at the U.S. Merchant Marine
Acadesv in L767,0 AP cormitted itself to collective bargaining as "a mator addi-
ticnal wav of realizing Association goals” onl+ in April, 1972, after years of
tentative aceptance, One year later, the Association was the baraaining agent for
seventsen fiureyear insStitutions and three two-vear schools,

In the paat, however, collective barqaining alone has not 1. sured equal employ-
ment treatment for wamen, Historicallv, unions in private industry have tonded to
4 €t the gou14l “limate as aiven, and the place of woren and minorities az the
hargatrirg tat le was far “slow the salt, n fact, until the mid=1960°s, much of
sariety’s jrecudy et labor market behavior was actually codified in collective bare
q21niRQ aptracta e~ whi-h provided, fur example, separate lines of seniority for
wemeh, 3o that -utha'ks in emplovment affected senior women long before they affected
funtor men, 3tadenta of industrial relations concluded that women have not utilized
the ~cllective bariaining process to any significant deqgree in order to secure,
raintain, or enhante their ec~onomic position. )

The adled new ingredients whith audur well for the future, however, are the
other two so-i sl for-eq fevelofring roncurrentiy with facultv bargaining: the yrowing
strenyth of femirise orjanizations on and off campus, and the expansion and enforce-
ment of antifis. rimination law.

L. James ¥. Bejin, “Faunlty Bargaining: Historical Overview and Current Situation,"”
Vot Sepaey Ind i Perlaeeeair D ouer telzedima, Bulletin No. 14, Institute of Managee
zent and lator welations, Rutgeps University, June, 1973, p. 1.

d. See “The Pifty-uinth Annual Meeting,” LI"'P Rulletin, S8 (Sumrmer, 1972), p. 135,
and Begtn, 000 vt L. 2,

Yoo Altce B, ook, ecmen ] dmepism Tprie “'mions, Reprine Series 237 (Ithaca, N.Y.:
%.v. Gtate “oras ]l of Industrial and tabor Relations, Cornell tniversitv, 1968}, There
Aate, hwever, re-ent gigns of change, During i972, wamen's conferences were held by
several nati nal an! international unions and by state labor orqanizations. All
advoveted more attenticn *o ot and untion progress for women and to cvontract provisions
whi-h woull cerve wumen's needs,

® Reprintes trow the A4'F Rulletin, vol. %9, Ho, 4, December, 1973.
2
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The Growth of Feminist Organi zations

8eqinning with the inauguration of the MNationa) Nrqanization for Women (NOW) in
the midel960'y, wimen o and of?! campus have heen discovering their common grievances
and thetr gotential for vrganiged strengeh, From a handful of headline makers, women's
utjanizat 1ons have grown to include literally tens of thousands of women, and a score
of srganizations with btectives which range from changing individual attitudes to
revamping and implementing law,

e was natural that an expression of the women's movement should appear early in
the academ ' world with i1ts devotion to objective scrutiny of social tnstitutions.
Today, muat ‘ampuses have at least one orqganization pressing for reexamination of
tradit; nal edu avion and emplovment practices (nvolving women,

Many uf the firs® femands of -aucuses of college wamen proved to be topics which
nave Ll hear the material of coliective hargaining: demands for equal pay, equal
wore lrads, equal access to support services, and equality in promoticn opportunity,
fritqe Yonetits, and tob security, Since organized and articulate streagth is the
f114° tepitrement tur converting bardaining demands into reality, faculty women are
alreaty well jtopared to insure attention to their intereats in neqotiations.

Within AAP, the revival of “ummittee W (n 1970 provided a potential focal point
t.r w1°h eft,rts, In many scho.-.s, therefore, Cormittee W may serve as a nucleus for
tirhet riantzation of women fa aity, and for channeling to the barqaining table
femands ¢4 ked by rjanized srtres Jth,

Federa)l Antidiscrimination law

the matsg sn® . Yie paminat:on caws f the lund's did not apply to women professors.
Wmer i1, exe utiue, § ofweady nal, and alministrative jobs were specifically excluded
fom e tpas fay A * of Lind, all public employees and faculty of private educa-
tyunal 1:e1° %1 D were spe citially ex:luded from the Equal Opportunity Act of 1964,
tpe gl 1%, the weman I tessor who knew she was being short-changed could expect
noevang tar wompatne trom the tederal and state agencies and the courts.

te wiw n- % ciieat, treretors, that it was a woman professor who uncovered an
Wlw e amenimert harring sex liscriminarion, attached to an Fxecutive Order which
imitisily tortale oeher tupes of Jdiucriminstton by federal contuctors.‘ working
SN vap S Marer ', Fpaitv Action leajue (WEAL), Ur, Bernice Sandler filed a class
g iaind 0 dex fr. timirati noin early 1970 against all public and private colleges
sed aiwer.itie  «n1h were federal contractors, Since then, similar charges have
teor tile! b 3o 4101 feals and troups spe-1fically naming several hundred institutions.

th 18, 11 fespore *5 1ncreasing pressure and publicity, there were three Other
Mmac st e gisietice fewel yeents, In Mar-h, the Equal mployment Opportunity Act of
11') peretod copage ¢ *me “tvil Rights Act of 1964 to women in educational insti-
t30: 1w oant v emp ! wees 5 520 e and local government, and gave the Equal Employment
$e-rt a1ty C.mmL,ssLn PP R the powe: to sue 1n their behalf. A month later, EEOC
lsosed ve. 1ittel.-w1 o 4ex h1s ., .nation, specifically forbiddinag discrimination
Siners wmer. v yiuet®rsing ot vican-ies, recruiting, pre-employment inquiries, and
sl frinnte terely? -3.'

4, dun e tder (1ode, epremer 24, 1 465) as amended bv Executive Jrder 11175,
simer 3\, iw T, efte tive re year lvter).
“rh g.iteli o8 2t ate 0240 erisl henefits and equal acvess to benefits must be
sp i ted s op roem Lexes, and *hat alleged l{fferences in the cost of such benefits
St o %y wita! a5 g lefense., The quidelines also require provision of maternity
Cegee 1t ame tadia 14 Geave provided for temporary disability, Federal! Pegister,
y LM, er, Retreltae, Arrol N, VAT, pp. 6HIS=6837,
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in June, 1972, Title IX of the Education Amendments of 1972 prohibited discrimi-
nation egainst ‘emals otudant- in admission and services, and, by implication, forbade
employment discrimination,” Worecver, this act carried a rider amending the Equal Pay
Act of 1963 to entend coverage tO women professionals.

At the dDargaining table, the value of this legislation to womsn is enormous,
Soth the Executive Order and the three laws cover unions as well as employers., Charges
say be filed not anly against an employer who discriminates, but also against a union
which sesks ur tacitly consents to discriminatory treatment of its women members,
Hence, a faculty bargaining agent which enters into a contract which is overtly or
covestly discriminatory toward women may find itself ths target of charges before a
falezral agency -« posstibly tollowed by a law suit asking punitive damages.

At the Barqa:nind Tables A Case History

, With the leyal framework newly in place, and the current growth of both faculty
neqotiation and the organization of women, the problem still remains of practical
appli-etion: How to channel these forces to the bargqaining table? while undoubtedly
these are many possible approachev, a case history mey provide a useful illustration.

In the fall of 1972, the Rutgers Council of AAUP Chapters, representing 3,600
faculty membars and qraduate assistants (the larjest AAUP bargaining unit in the
countryl , successfully neqotiated a procedure for remedving pav discrepancies within
rank and for revision of maternity and nepotism policy. A step-by-step account of
the procesa fullows,

Befure harqaining bedan, a series of events had brought women's grievances to
faculty attention, Rutgers had been among the 100 rolleges and universities specifi-
cally name:! Dy WEAL in _lass actions in early 1970, 1In January, 1971, the administra~
tion had appointed an affirmative action officer to examine the University's employment
record in fealing with wumen and minorities, and to help develop new policy, In
Pebruary, an HEW invsstiqator had visited the University to requisition employment
revords,

In the wake Of these svents, woren's organizations 85rand up in a number of
volleyes, tre University Senate appointed an 1! ho* committee on the status of women,
and the New tersey “hapter of WEAL was organizod with facultv women heavily represented
among Lts vembers and offivers, Additionally, the first drievances involving allega-
tions of the nonteappointment or underpayment of women wers filed by AAUP, By the
suwer of 1171, studies made in gseveral divisions and departments were beiny circulated,
indicating conditions which later proved common in all colleges and universities:
Rutgers wimen were .on entratet in the rontenured tanks, received lower average
sslaries within rank than men with similar experience, rarelv headed departments ox
served cn powerfil University -ammittees, and were treated disadvantageously by
retirement and Jisability plans. University offictals responded with expressions of
yrave - ncern, uriinyg Jeans, 4irectors, and dspartment chairmen to avoid discrimination
ta re-ruiting, hiring, and promotions, n the view of women faculty, the sentiments
exptesset were pratseworthy, but thelr practical effect was well-nigh invisible,

Against this backqround, AAUP'Ss first moves on behalf of women faculty were
rolatively sinor.,  In 1ts first -ontract, covering the 1970-1972 period, AAUP neqo-
tiated an arci le fortifdting gex Siscrimination in appointments and procotions. In
adt1 ton, twe pategraphs amont the salarv provisions of the contract gtated an intent
to cutrect sex-biased inequities in rank and pay,

&, Although swdelied on Tiele V! of the Civil Rights Act of 1964, Title IX differs
Dy A& s1antfilcan® wissten: 1t es not exempt employment practices from coveraqge.
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In the spring of 1971, the Rutgers AAUP also announced the inauguratior. of a
vormittee W, and made effores to recruit wumen candidates for other important
committees, with sprecial attention to Committee A (which, under collective bargaining,
Pecane the grievance cammittee) and Cosmittes 2 (which directe attention to salaries
and ftringe bLenefital.

Lommittee W was activated in september, 1¢71, under the chairmanship of lr.
Noemle kuller, & woman physiciet who thereby became a member of the Rutgere AAUP
Eaxevutive Jouncil, In membership, the commiti.ee was predominantly female and fepre~
sented the three campuses of the University -- at New Brunswick, Newark, and Camden.
Parenthetically, at approximately the same time Committee W organized, the University
sendte huse to extend the life of its 1f hoo comeittee On women, but received the
pteliminary re.ocmendations of thet coemittee with smug and humoroue comment,

At it; 1nitial meeting, Compittee W decided to direct major emphasia at remedying
pay ineguitics against wumen. In addition, it agreed to examine other areae of
Untversity pra-tive and golicy which had a discriminatory impact on wosen, and to
BunItr the RIogress of gJrievances filed by women. As a result, several items relating
to wumen appedared on the bargaining table when negotiations opened for the 1972 con~
tract, Highest priority amony these was given to a demand for correction of pay
thequities, ther bargaining {ssues included paid maternity leave, a revision of
neputisn polizy, ant the estahlishment of day-care centers.

Coommittee W neat tackled the proplem of estimating the cost of rasedying pay
thepiities -- 8 prublem o whish the University had a full-time administrator working
tor the [as% ten munthe, without apparent result, On the basis of studies previously
Lne 1y wumen in various Jeparements and divisions of the University, Dr. Koller
eatiaated tnat roudhiy 545,000 would be required merely to correct existing pay dise-
Sriminatiot witharn rank. Retroastivity and compensation for slower promotion would
apptominately juadruple that sum, These estimates were approved at a gensral member~
i) meeting ot AAUP and werv Carried to the baryaining table.

iourder tu tirm up the rough estimates, however, much hetter data wera needed.
The University’s jersunnel records proved to be out-of-date, decantralized, and of
Hit toun 3. uraly. Theeefure, ‘ormittee W designed a sufvey form tO collect data on
pay. fdalifications, and perscnal characteristics of all faculty members. Through
negoriarion, the administration aqgteed to circulate the form to department chairmen,
GE g their euperation, aml to permit reopresentatives of Committee W to analysze
the results, Lr, Fuller and Dr., Michael Taussiqg, an economist, undertouk the design
ard analysis Lf - ne survey,

In tne spring wf 1372, as 1t became apparent that bargaining would be extremely
hatd, Umivets ity rescurses slum, and atate purseatrings tight, Committee W asked for
and te.eivel representation at the ba: jaining table in order to press its demands
more toreet . iiv, everal weeka later the administration divulged at the bargaining
talle tnat *re University had requested and received from the state an appropriation
O fproniparely 314,000 to remwdy all inequities against women and minority groups.

A trief surzary 4t tre administration’s method of arriving at this fiqure was presentsd
2t *he rarjaiming tabie and the proposed method of distribution was outlined. AAUP
protested trar tre 3um was tov small {actually only about $125,000 was meant for

T, This s1°.4%1un was 0% peuliar to Rutgers. Many of HEW's early threats to withe
Nl tands %o univelsities Shrougliout the country were based on the institutions’
nal 1lity *o provide the jersonnel information necessary to demonstiate either the
enisten e r runexisten e of liscriminarion. See "Columbia Warned on Job Bias Plan,*®
Yo' {ope Trwmeeg, Forrsary 12, 1472, p. L.
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diotritutiun tu wumen', that the cal. ulations were based on inaccurate date, and

that & J1s*cibution Tethul tevised and vontrolled unilaterally by the University
woutld nut e a eptatle,  In an apparent attempt to bypass barqatning, the adminise
tzation *nen 8. heduled & series of public meetings at each of the three main campuses
Lo explain and $1s.uss 1ts plan, AAUP contacted women's organizations at each
CAmput, wu® s thed MAUE obrections, sad viged women to attend and give their views,

At van Jf the three sedstons, the congehsus rfelnforced the AAUP position.

Moanwh.lie, Canjul sttitides had changed visibly dusing the 1971<72 school year

a3 the Wity and fetermanation of wolen bLecae increasingly obvious., At the opening
¢ *ne 3 huul yeat, 1n many .olleges ant depattments, questions and comments by
wwn Pa ulty memtets on ser dis rimination had been greeted by the predominantly
maie sidien e w3t ampatien ¢, afusel cundesceleion, or even filerce opposition. By
*he ond  § *he yedr, the aadien.e had tecome respectful and, in some case, supportive.
The wnate A o Bt ee uh the 1Tatus of Women submitted 1t final report in May
with 4 series :f far-red ning recuemeniations regarding review of salary, promotion
t 5 cedures, ard petsunnel jractices as they affect women, The iienate listened gravely
amt 2 .eptel tho rejutt unan.mously, Meanwhile, the administgation, through its
aftitmarive 3 *3on Lfty er, hat tnstituted procedures which required deans and dir-
e tura %y luoumen® thegr sttempts tu recrul® women, Two women professors were asked
bty me csilege tu gelve as marshalls for 1ts 1972 ompencement cereMonies, the first
*.me ALy wuTal had been su tonored, Both refused on the grounds that the offer con-
%10t ?oRenum,

Agting® fhis s cjround, multivariate regression analysis of survey data on pay
et ualsti cations was fomp leted by Ur, Taussiq and Dr. ¥oller. Conservatively
es®,.mate!, the d,iia1 .08% 3t renedying present imcquities within rank, according to
LE. Taasdald's reqalts, weildl average about S50 per woman, or about 5250,000 for the

ts ity worer, 'he BaRe sum arfives! at by rough estimate earlier. Dr. Koller's
Wkt pivade! 3 llet, 1y cullege art tejartment, of the dollar differential between
C Uiy (editied men an! wlen of the same -ank,”

A* & lapisitimg seqsi 0 shortly after t-ir, the university sgreed to accept the
3o .t P1gafe 4% 8 tess RAlly dc.ugrate estimate of the cost of remedying current
dequities watnlh fas -- 4 qul gtantial improverent over their initial offer. Methods
for frstrat®1r *he 848 were thrashel out an sub:sequent negotiations. A three-step
proeture way ajree s oo, Fita?, leans and Jirectors reuetved a printout listing
sl sugweyed ta. ..ty merlels withiin their units. Ag dsterisk indicated the tomen
354 MLty MAles whlae 12i41Y #48 Jhe 17, feftent or more below the average for white
male 8. 1%y wit~ ‘e same % 'e tive pualificacions, They were asked to vorrect
G.uuiane, b *rer, 1. .neiltation with the fepartment chairmen, to rate each indive
sd.al o ertacn angartitial le nara teristics which affect salaries - the quality
s® teg fing AL ! Tesedat . t, Ltleg wotolarly a.tovities, and service to the University
804 AENGGL,, Pae.mlng % ous, e3.n fesn ity cated wnloch of three remedies seemed
Mptaataate '3 13 abcuictrert, o walary adjustiment, and (¢} salary adjustment and/or

Wi oadli%a ot v, wex st ta e f3 * s utiitzed in the study included degree, type
T apeintee t ten Lt Pwelne mopthg, £511tiae ur part-time), years of service with
Bt fetn, 831 9. » e w13 * ot fighest legtee, nurler of jrofessional artizles and
v ey talaietel, st tivier o ant lepartfrent of the university. A generalized version
Pt Mytiera o f ellte o teyng fzatted an ooperation with the Washington Offaice
P AN . ttifaltivs Ry te tilteddr ] to Margaret L, Rumbarger, Associate 3ecretagy.
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pramotion -- with an explanation for a recummendation tor "no adjustment.” The
dean's recoamendations, statings, arnd comments then were revivwed by an advisory
commitess consisting of four or five faculty members, including, especially, women
and minority yroup members., The com- ttee added written comments of agreemsnt or
disagreement tu aach 1ndividual recormendation. Neither the deans nor the raview
committee was asked to sugyest a dollar amount of compensation,

Seunndly, an administrative committee working with four faculty members named
by AAUP reviewed esch case individually, considering the ratings and comments of the
dean, the comments ot the advisory cormittee, and, finally and most importantly, the
dullar estimate uf the pay gap provided by the quantitative studies. This committee
determined the individuals who will receive adjustment and the amount of the adjustment
to be awarded. At this writing, 1ts work had just been completed.

Pinally, & shart ut on the usual drievance provedure was outlined for those who
will not receive an adjustment or who feel that the remedy was inadequate, They may
request & review Jirv. tly from the senior vice~president for academic affairs. Should
ni1s e 1d10n prove nacceptable, they may resort to the contractual yrievance pro-
cedure, [t was further agfeed that a follow-up survey will be conducted after salary
adjusement 19 comgleted to estimate 1tg effectiveness in clesing the pay gap.

fhe procedure for remedying inegquities was tncorporated in the 1972-1975 contract
batween the AAUP and Rutyers in the following lanquage:

wWithin-rank galazy shequities igainst women and minorities ide..tified

Ly the salary review of 1972-73 will be remedied effective July 1, 1972,
when payments have heen distributed, a followeup survey will be con=-
$ucted to avsure that salary equity within ranks has been achieved,

and to setedt and remedy possible inequities in the distribution of
rank, The procedure will parallel that instituted for the salary review
of 197071,

truer jains for women made at the bargaining table during the past year included
paid maternity leave and a revised nepotism policy. On maternity policy, the Univer-
sity's tnitial Lffer was simply to make an unpaid leave available to all pregnant
wopan reyuesting 1t, AAUP remained adamant that leave must be paid. While bargaining
was in process, the new EEUC quidelines were xssued.g directing that maternity leave
te treated tor all jobe-related purposes as a temporary disability -- a development
immediately cited by AAU'P at the kargaining table, Subsequently, the administration
ayteed tov a. 'ept AAUP’s wording on this score,

With respe.t ®o nepotism, the University offered to drop past policies and pre--
tices lLimiting the ajjointment of family members, with the exception of those covering
surmer employment. AAUP protested that summer employment is often regarded 4s & Fium
by ten-month teahing fa.-ulty, and that rationing opportunity to one sumer appoint-
ment jer family woull put fa-ulty wives at a competitive disadvantage. After discus-
ei.n, the administration agreed to irop the exemption of summer emplovment,

Meanwhile, the Rutgers Jouncil of AAUF Chapters elected a woran president in *he
spring of 1377, and -ubsequently chose & woman to head the bargaining team which
neqotia*ed the ~urremt .ontra-t, In addition, a number Of women With grievances have
received $*rung, ‘ohfctentious, and effective help from Committee A. At thiu writing,
twu have been promoted as the out.cme Of intervention by AAUP, both receiving sub-
wtan*ial jay aftistaents, A third was reinstated after termination and compensated
for los® pay. Jthers are now at various steps of the grievauce procedure. One unfore«
seen effe e >t wamen's Jrievances, incidentally, has been the education of male
‘olleagues, who served 85 AAUP representatives, in the variety and pervasiveness of
fisogininatory jracty es,
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Mu-h, of cuutse, remains to be dune. Within-rank salary differentials conti-
tute uhly 8 part of the Jdollar disadvantage felt by women faculty members. An
itnitial appuintment tn & rank lower than thet of a simtlarly (ualified male,
tullowed by wlower premotions, tanes the faculty waman throughout her work.ng life.
Upoth retitenent, the 1nequity 1s compounded: since her lifetime earnings are smaller
than thuse of & campareble man, her pension base ta smaller. Then, many pension
plans (anluding TIAA-CREFP) sdd to the i1njury by payimi her benefits at a lower
sonthly rate, on the tationale that women outlive men.*® Clearly, women's issues will
be 4 lively toplc at the bargaining table for some time to come, at Rutgers and
elawhete.

With the new-found unity and determination now visible amony women on and off
&npus, 1t is likeiy that faculty women will increasingly perceive the value of
organization in the cullective barqgaining area as in all other political and social
Ateas, and that vearjaining agents will increasingly recognize their moral and legal
Usrbigat tons to rejresent the interests of their women members. both developments,
! hope., will see AAUP playing a majos role.

— - . v V-

1, s jra 'L e wiis jrotably meer Jrowing opposition in the next few years. The
Ry gatrdeines, ot . gte 1ty 'ally state that retirement and pension systems
may L0 Litleres*ia%e n *te tasls of sex, adding that differences in the cost of
94 % lenel.'s . r v Men Wi, nOt Constitute an avceptable defense under Title VII of

Pre  AWla Hil%w AT,

O
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WOMEN PACULTY AND THE UNION AT OAKLAND UNIVERSITY

Helen Schwarte
Oakland University

Pram the beginning of unionization at Oakland University in 1970, ! have Leen
a:tive tn the AAUP == as & member of the elected Bargaining Council (which defines
and sets privrities fur hargaining issues), on the Coordinating Committee during the
strike, as Treasurer op the Executive Committee of the Oakland Chapter, and as a
member of “revnittee W (concernied with matters related to women faculty)., Wwhat
follaws 13 my persunal evaluation of events at one university, but ! believe many
of the ta*terns emergent at Oakland -- advances toward salary parity, gains for pree
dewinantly female units within the faculty, and access to leadership «- night very
well tevelop elsewhere,

In 1477, vhe faculty at nakland University voted to make the American Associa-
tivn of University Professors (AAUP) their agent for collective hargaining. After
Feolonged neqotiations and & bitter strike, the new contract was signed. A modified
Step uystem was established with minimun and mid-range salaries set by yvears in rank,
anxl with provisions for school, Jdepartmental and individual merit factors. This
Salary system, hasi -ally unchanged in throe contract negotiations, has been the
Singie most imietant and *anatble contribution upnfonization has made toward equality
for wotten ar Cakland, The applivarticn of :his gystem has meant substantial and
tapid a%epe *oward parity 3n the salaries of men and women faculty. 1In an attempt
P win An e psitarle salary s*ructyre for all faculty, the AAUP got a contract which
imrove ! the gaiarias of most wmen, often dramatically. {Since no salaries are
put-ls o, 1 rase my conclusions on the salary structure itself and my personal knowe
ledge of 1ndividial “ages.)

Tome ot ete previogs fisparities were brought about not by genuine merit
fe1stuns, Lt 1y 3 variety of Lllegitimate or just plain chintzy motives. (“Married
wonwen represent 8 ge- ond inooce, S0, like single women, they just don't need as much
19 men wish tamilies,? “Jin-e she's married and can't move, she'll take less.”) But
thivigh the rew salary structure provides for minima, there is potential for discrime
tnatin 0 ¢ totn kKindst accorting 1o individual merit factors within departments.
However, *he  nrra-e giec1fied that lepartrment members must choose the method by
whi.h su. h merie ta e.rs aze assiuned, and the Executive Committee of the AAUP has
publt teed trhe =erhdy by whi h departrents award merit. This has and will, I believe,
lewd * ~ute trpartments gsing cormittees or the whole departrment to decide merit,
faster *har *he hatrman dlone, And committees tend to have 3 less dramatic apread
tetwoen hign and 1w merit,  Although this may lead to less recognition for true
"eorit," 1rinig e 14tons alseo Jdiscourage discriminatory practices -~ at least in
eLhe gge il bxe i te rlers ant raised Congciousness.,

Trere sreo stnrer mportant unten yains which have proved especially beneficial
¢ women, thiuih rote (f *hene was hamploned as a women's cause. Farst, the Library
fa ulty, latgely weemen *houah the library administrators are mostly men, have wanted
patity wier ctrer fa ulries, In the first contract, they came up in overall salaries

though chev 4*lll hwe °ne lowest “gchool factor” {n the university). But they

WOtk 3 twelve ®menth rather *han a ten sonth contract, Pro-rated for ten months,
*hetr salaries wiull e ot? ehe low end of the salary scale. Unlike other faculty,
thay Save o Ny @ 1o sumrer tes hing and extra pay. Purthermore, though they
have ¢ twelve =onen work year, they are jwiged for promotion by the sare kinds of
31 feasiongl sar-dar iy apflied *o other faculty members. That is, they need the
same kil ¢ redereiglq for silvan ement, but as matters stood after the fairst con-
try *, *tey wl less rime *o provide them in since their surmer “vacation” was two
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wern® instead ot ecwo montng., [uriny the se ond yeat's contract negotiations, & suilt
wan filed un tehalf >t the libragtans with the Michigan i1vil Kights Cosvtisuion
slieging that %he unisn and the university had agreed 2o a4 vontract fin the first
year} whi.h lis.ciminated ajyainast the lilzarians by giving them difterent treatnent
with Fegard tu work year, pay and the availability ot summer employment. A prirasily
Rale yniversity was .harged with sex *1a.rimination against a predoetinantiy temale
factiity within the university. The atbitreator for the second contract refused to
tule Of the 188.@ A the Jontra.t sin. e the sult was still pending. Finally in the
thizd year ot negoriations, the 9u:it was dropped Since the issue was hLeity brought to
ArbiCEAt lOR tn the .ontra.t negutiations ayatnh, In the third contract, a onpromise
way reqched., ‘e linreriany .eh how have every other summer tor study ty ajriving
for a secester-long, jaid atudy leave, In the year this (ontract provisich was
avarded tngowgh st atzatiun, Jne 3f the Haryaihity Tean members was A& womarn libragiah
and one winan was et negurtiatot,

Althouyl, tiete dre Cloar Thoudt camp lex elements of sex Jiscrimination involved
10 thio patti-alar  ese, tle uniun il il ations have o Jo more with the rumber ot
librssians 17 et of & fa uity uf 31 . and Lhe gecventnuss of their acquizing favulty
status than wit! tleir sex, § Lelieve. A union which represents all of the faculty
6N i8u@iiv tnly Bare limited jaing tur a minority of their membership unless the
tota: temtetship .ot didero the ause of the few as the strike issue Of the rany. Yet
I FTANE JAING T ewe raar woe fop *he lilzarians, and they were won faster and awarded
th & coto »f r.eal .o torn tran thiouglt ieqal avtion alone, ‘rucial 1n theve gains,
Nowev€t, was She sympatie®i  8d letermited leadership ot the union, especially the
thieo w.fen nef}eta P %o Rergntiir | Tesm,

ot e e il e et A1t ee Wttt pe omAellationg tn the HArGaLr e tounhyil,
and Pwe tew jLoavia. L. IMpeTrant ¢, wre! were abded 0 *ne ontra t: pail maternaty
logve 3l 81 R’ o=t en® M faikta,, ot tirst, howevet, was tllegal to leave gut and
the 9e el @t Saaesly i ettt L Tree

Ai stlel 323 L3 Pre wmatal b 3¢ Laltesalbaticals -~ halt-walary for one

NED A ter cvegy Pogee 3t g 8.t v age,  thene atuly leaves are availabile 0 niog
£8.95%7, @i, * it Ladee Mot Lt ot womet 40 Ple utawegsity,  In 1403-7"d, oniy 256 of

wighe fy el t pter 2ottt il e rer are terired, an o contrast to L ed

LTINS 2K B B N TER I S Ot S, theretore, the yaih ot sattaty al leave for
VA 0T TR it L% b 18e.y feieflcls) o womenl, For single worien witto high molility,
Tie RS o8BIV L Wi v ocwal L0 L tyei gt tne atvan®agea uf & semester for jrofess
ETIETY TR LSt PRTEAN e A% leant wis my *huinngred as Loapplied tor and was jranted 3

NALT LR B .. ¥ At el woren, *loe Mofey Py O MAy LUt D 4 MO selliuus Sk

LIS TLE & T ct wte ottt gt wite Age e tfible for saltar. aln, the thalte
$AE 8% 8. M4 med Sege tlemiislity LT owyn Rtoni2ing wtulies rather than onhe taking
Shp Al sease,

Poodasy., * & L5 Tt a yes ¢ e adetalily whii fooav Twte 8 et le and
fom: £t Y N BT Wttt tpat e, s a. GhGWeR LYY JLYEERANDTCe AtpL f e provides,
Now M1 e, e cBee, L tel aTet T8 L0 g te g adnalet ao ledters mope patoely. AR
e ceg, Lesst, ot t e me b Preer pputtulitaeg (ot v clvemerne and gecugs

e f. TP e e et b SE.rt A nu %, ntenute d weren wh Aate N cAC ety Ut

T, W th Lttt tera bt f o rrnen g, Frpat, flete Are Y niMtel ! jrAuE

PPt e 3t e c e e s and Jntoaratian Coell o qroag” o sesiers
w. - e 0 Pov. L teer t L e AECTe st ot g they AT KPUWL, 1t e, these
A N Y el et Leitesert tgt e trr ofier fepdattrest o, A %e VA talanyg

T FC R R e T TR I ST L TY AP FU B o S S A A
[ 253 SPRE < . [ [T L IV SECRNL RPN S TP SO Sl feppeely 4t (Yes Al
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azhisve universityswide "visibility® in the various forums provided by AAUP Comnittees
and councils a9 well as all-favuity MUP membership mectinys. (There is no university~
wide, eil faculty group In the university governance structufe.) In many of the
teqular schicul and university cummittee,, however, mepbership 18 restricted Lo tenused
raculty, is swre likely to e filled by “old Oams" or by those who are already
sulliciently well knownh = he elected, Those selected for tho Bargaining Team of
elested o the AAULY Kamevutive Committue can earn the confidence or at least the recey-~
nition of fa-ulty which 18 necessary fut election or appointment to posts within

the university Jovernanve structure. This early and easy "vimibility” telps women,
Fasticularly when thege |8 scme Jopsciousness about including women at all levels of
governance. The rgeently staffed University sSenate committees, for example, have
wamnen 2h all but twu {althcugh thuge two CUTMittoes wrfe the most important of the 1et),

My opintuns on this last point are based on some statistics and scee hunches.
<2 the ninety-seven merders of the four Hargaining ouncils, etghteen have been wofen.
Althuugl wueen “oprise only 17% of the faculty, 18.6% of the Bargaining Council pose
1tavng have teen filio:d Ly wumeni. FPut two years, a woman was chiet negotiator of the
five-pers:n Batyaining Team, and in the third yeat two women, including a new chief
nejotiator, wete Toam membets. fo suwarize, fifteen Toean §9sitions over three yoars,
fout have peen fiiled oy wuten {in luding one repeat appearance), That 13, from 178
of the faculey rave come on 7% ot the Bargaining leams, In 197V there were nc women
Of the Exe.etive  somattes, *hen wivel tiited the posts of secretarv and treasurer in
RO nexst ole tian, an! o er ehe e pecent election the new president was the only
WAk Yo tah (ot BReLative loemitter of8) e (though others were asked to aceept nomie
nationa.,  Tne  ane Pt g hleving amversity recoynition through AAUP service is a
Fit arder %, maxe, 3% jeant tor waen,d ! suspect my theois is or wall be true in
SOVOTIS.  auea) 1 RLuw 1t 45 trye Ln mv own.  After my election to the Bargaining
Cuulhote and s tre raciutive [ fRittee, ! wan subsedquently elected to rejplace a merber
O the Lulege Tae 0 ve loemittes an! %ten won 4 Se8t on the Univefsity 3enate,

I oon lomion, e unlLh never nan and nover will Le & charplor of wolen's
Tiinte ter . AACE L MO tee W Ras served 4 gadfly function, at best. And (SSues
edje 14lly Tereli 1y R0 wuEeh 1N Jencral (as opposed o 1ssues related to faculties
whii h AFe ; LiTA210Y womea- Nave pevet teceivel high priocrity amondg Bargaining Coutcil
499408, ARt *lae wii. untinue, jethdfe rightly so, as lony an women are & mipority
€ tre taraivy. The geas.n 19 8.7 iv: Yey hAFJALRING 1SSues must aftect the ovels
whe ninyg fa*.riev :f memlers to gais. the wyjport necnssary for colle-tive bargainiry.
Theget o, wurter make (2198 Loy COon*ract neqotiations when thelf cause coincy &
With *he mA&YEi%Y 1Ctetent, as {n %he  ase of the salary astructure and half-sabbaticals.
<t they .8nh eir @ Ja.ns. 8% in the litrary case, when 3 history of bargaining
faiiutrs amd alninie’zative 1ntransiden. e Comnits the unlon tu SUppSIting an acadenic
BlActi®y 874118° prs "loes "¢ acaiee: - hieoraimination.  Finally, however, an important
Crogh (@99 JuAnt IEIAl Lo ters? Y snaar i 3atlon for wumen may be thoreased access to
FOSINIING 0T el A Lfter 8 g e not been slow to take advantage of these
New jatha. Ae  arn b ze 3 v age to 3. 3 52t rightful places and tesjonsibilities
in Ut hosen jrofession, Ap ARATY Te ot e the union offers the potential for bLote
tosihy *he tadity & if wrer within the ji-fesstion, As always, the sinority qroup
indolved (g o les wat & L2 tor se Lring and advancing 1ts own interests,

‘o —— et b e 4o e

‘. #e ’ oaelr leMertts o gre, e, T Llie tive Hargatning: A liew Myth anl Raitual for
A atere, L0 o @ T et e et 13TY, gp. 327, for an arjument that
@ Tl DRI B. LN e, T enes i, 8 1.OeW avenue to ftominence withih the pre-existent

WIALPINIS, VAT R A Q%1 , T fae,
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FOLK WISDOM OF COLLATIVE BARGAINING IN MICHIGAN

Nadean Bishop
Eastern Michigan University

As an ofticer of the Michigan conference of the American Association of
Untversity Professors, ! have watched collective Bargaining move fros en area of
margtnal snterest for AAUP at the time oOf the Oakland University campaign to centes
stage thruugh the victory at wayne State and current caspaigns at Westesn Michigan,
Nogthern Michigan, and now at sy campus, Eastern Michigan. The central messdge
derived from interviews with coliective bargaining organizers on several campuses
is cleagly) "the tmpast un women's lssues ail depends on the bargaining team and
the Lssues nejotiated in vour indtvidualized contract.” What, then, are those
feminist concerns which must be included in the contract?

SALARY: Pay equalization 13 & primary target. AAUP as bargaining agent at
tayre dtate made salary disclosure avatiable on an individual basis vith inequities
arievable, ¢akland University devised & table of forty-one steps within the four
ranks with bastc minimums to be adiusted with factors reflecting both ths depart-
mant ‘s sompetitive position ard the individual's msrit as judged by peers. Thess
standarts need to be monitored by an Affirmative Action officer so that biases
ayainat women do Rot creep in, tut they provide a basic pattern of salary sguality.
GE 83 inequities should be corfected from & budaet item independent of the pool of
furde avatlable for reqular increases. Oakland 2lso negotiated an annual increase
tor pact-time faculty members (who are more likely to be women) .

SIRIN. AND TEMURE: Collective bargaining contracts should include provisions
Fur affirmative action vimetables ard goals, similar to those nov required by HEW,
RBuill 1n scme enforcapent cofitfols so that these Gains are more than token. Gains
made in recent years by active recruitment of women must not be ailowsd to be rvaped
8way hv retrenctment in the face of financial exigency. Peter Steiner of the
University of Michigan tceonomiss faculty recentiy sald “*Juniority’ must not be
allowest to he the unly ‘ritersa for non-reappointrent.” Similarly, senlority and
PaSCUl NIty must Aot be the only requisites tor tenure. Women who watchdogged
Rirtng prevti #3 back whan we had vacanc/ies in English and foreign language depart~-
Aents must now be sule those women hired are now awarded tenure, Tenure quotas
fuast not be sliowed to make non-tenured nomads of new ferale Phibs,'s,

PRIVE AENPPIYS:
1. Equitable insuruce plans and Fetirement benefits through TIAM-CREP without
tiscrimiratory reltance on iongevity tables, Dr. Georqgina Smith of Rutgers cites
ne of the *IAN \nequities: “TIAA offers life insurance to spouses of stockholders
.nly 1# rure *han "alf of the couple's combined income comes fraom an enzolled aca-
dem1  inatitytiun - thus d18criminating against women who tend to sarn less than
their husbands.*
2., Larlyv getirerent s & voluntary opticn for both men and women,
¥, Redu of lat for those approaching tetirement without penalities.
4, leave turimi late preynancy at the cption of the womarn faculty member.
4. hisletearing leave avatlahie to hoth senes with continuing frinQe benefits.
’. 1ee and syupgor? far jarent-controiled child care for feculty and students.
T, patal liis's ns and vase -tomies as part of the health care package.
¢, vamily tental -are as an opt1on to medical coverage which duplicates that of
the dfuuse,
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FACULTY GOVEFNANCE: Collertive bargaining must establish s principle of
taculty involvement in budget decisions which relats to instructional and resshrzch
presjrars, WoRen faculty meabers should insist that at least one of the three
meslers of the barsaining team he a feminist who will fight to keep women's issues

high on the liar of priorities,
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BILL MY ABORTION AS A PROSTATECTONY, DOCTOR

Jean Weaver
Univereity of Rhode Island

8111 my contraceptives as insulin or allergy shots.,
Sey my Pap teet waa diagnostic.
Ceall my baby premature,

My group medical insurance does not cover a general physical examination or
any routine test iike the Pap, It does not cover any pregnancy-related expenses
unless, ! were paying Pamily Ratee hut the Pamily Option is not available to women
withcat husbands and children. Even the Pamily Option does not cover pregnancies
tha', are preeexieting conditions,

The contract was negotiated by mon committed to their grandfathers' code of
sonual mosality,

Imsgine what it would mean {f & group comprehensive health fnsurance contract
wege to be drawn up by persons committed to population control! The insurees would
go0l thelr contributions to share the costs of everyone's sexual activities during
ctheis reproductive years . . . .

e s o o @Nd at MOROpsuse & waman's premiums would decrease.
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HUMW NOT TO SELL OUT: MAINTAINING BALANCE
IN A COLLECTIVE AGREEMENT®

Matilyn L, Williamaon
wavne Ytate University

why should the iassue uf selling ovut ever occur among professionals who organize
ta harqain vollectively? Because those provisions of an agreement which affect our
own posketbooks are the unes which {nterest us primarily -- arc, to put the guestion
more bluntly, those about which we might he willing to strike. The problem may at
tirnt soem simple enough: the leadership of a given unit hag but to define all those
features »f a university environment which are conducive to the development and
gaintenane of excellont teacher-scholars and eventually any administration will be
canvinced to suprly and support them through the persuasiveness and logic of the
favulty's case and 1ts unity of carmitment to these goals. Unhappily a faculty
oryanized 19 not nelessartly a facultv uniformly committed to a given set of goals,
sume of which certainly appeal more to one group than another. Union may not mean
unitys the adreement must build 12,

1t has been the assumption of most administrations and those faculty members
who have oppoasd untonization that the process would reduce their prufessional style
t.. & ‘ateful a counting of all efforr -- punching a time-clock is the usual carking
sjocteg .- and‘'a ‘oncetn, nct with teaching students the rigors and delights of a
d1g1pltne, rut with a penny-pinching measurind of remuneratjon for effort expended.
The nightmare presented 1n {innereparty arqument is the requlation of all faculty
setivity, which should be ag free and i1ndependent as possible, in order to define it
a. .urately in esonumic terms, 1t would be dishonest to denv that one result of
An1oN12aTIO0 LIINYS With 1t a new perception of one's labors: students one had wel-
“ged 48 intellectus]l Jdescendants suddenly become a “condition of work,” to be
~atefully reqtzy -ted 1n a vartety of ways, As a student of the drama, however, 1
te aqnize 3 thetori—-4l contrast when ! see one, and ! believe opponents of collective
Baggriyang heve jreatly owverdrawn che difference betwen their professional idealism
tnd *he tssemt ly-lire mentality »f unions, Have their colleaques never grumbled
arout teachiny too many students? Have they never had additional activities piggy-
Ba. ket o redularly s heduled ones without remuneration and to the detriment of
ingtru-tion they were offering® The problem, then, is not the imposition of neces-
sary regulation to .ontrol the all-too-human desire of both faculty and administra-
tin P ger simething far nothing, but to be certain that such reaulation actively
.. ntribiteg *c tne heslth of the institution of learning and the best professional
tnteres®y f *he ta-ulty,

My jies 13 therefore a simple one: the best collective agreement is one which
meat aderuatelv sapgorts and advan. es the teaching and research of the faculty.
All the frimde benefits 1n the world will not contribute to the health of an insti-
tution or the bttty of 1ta faculty tf teaching and research are not given primary
iMpar.an o Lo 8 .ontryc*,  Fven salariles, important as they are in attracting and
notding v poex! taculvy, should net he allowed to overshadow or draw dollars from
Sther featurrs 0f N Lifecment that will support teaching and research. And this
1agt 1% the gravest fanger, hecause Jonpared with salaries, fringe benefits are not
vetw _i4t.y items, In .rder to meet the salarv demands of a newly-organized,
jeastbiv milivant, umion, an administration may be tempted to draw funds from crucial
Areas f lnstru-tional sappert, and 1f the union does not structure its demands in
an b a4 ww as te jtevent *thae possibility, the net result may be high salaries in a

¢ Iis oty e 3% o4 vqw of a talk 1iven at a College Enalish Association meeting
in Se*r a*, Aprii 13°%,  The talk 13 based on her experiences at Oakland University
th M hewter, M1 oty otan,
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poorer tngtitution, Let me be specifics one Of the easiest ways of economizing

Ul an tn3tractionsl proyram without reducing salaries of teachers is to increase
the numpets of students each one teaches, or to employ other paople, not on the
same high salary scale, to do some of the teaching, All large graduate institutions
are familiar with this pattern, in which a few highly patd faculty, who teach
relatively little, are supported Ly larde numters of fledgling graduate assistants
and tnstru turs., uch a pattern may repregsent a justified institutional priority,
sancticned by the faculty, to pruvide a certain kind of instruction for a4 small
humber of srtadents, But at the great majtority of institutions where such a pattern
m1y be i1napiropriste ur detrimental, the only way a union can prevent an adminis-
tratyn trom gseeking inllars to meet salary demands through rajsing the studente
taculty ratin or hiring large numbers of partially qualified people to teach is to
buirll 1neo rhe cuntract safequards againut fust such courses of action.

Sinve must tacalties are only faintly aware of what major areas in which
pussible “e cnomies® can affect their frofessional lives profoundly, i1t remains to
their leatership to srti-ulate those tssues for them in such a way that they are
nu® tempted to sell out or at leaust are aware of what is at stake. ! will speak
here nlv »f econcaic provisions, thoudh we all recognize that many "non-mcney”
~laqses, 8u-h A8 aptointment and tenure requlations, mav be critical in affecting
*the juality of 8 facalty, Those ! address relate directly to teaching and research.
The mus® itmjorrant jrovision pertaining to teaching is that which controls the
numi-er >f atulents a Jiven faculey member 1s asked to instruct -- which may be a
unit rart +, 1 class~d12e regulation, or a max:imum for any individual, or any varia-
tin f thege, "he fat tha* siuch a prwision miy be extremelv complex and diffi-
Juit *s congtract should not fiscouraqe a union from building such a clause into
the ajqreemer?, or 3* least knowing whe 1t 13 dependent on past practice. decause
nu -ther twsae affets tnstruction so immediately and directly.

ther ;v -visi,ns pertain to instruction more subtly, but are only slightly
less 1mp. rrant ant very easv to uverlook, Thev are the definition of the unit in
the re ounitior lauge et the one whi-h gpecifies the level of support in services,
g itea, amt equipment, A reasonably strict definttion of the cateqgories of
snudividanla whe mav do *he work of the bargaining unit is necessary to [reserve the
quality o€ 3 fa ity Withoot careful safediards the pressure of salary demands
fr @ the Tegular ta ity mav tempt an administration to have more and more instruction
frovited toy *he magrinsily tualified, who can, of course, justifiably be paid less.
Parv-timp £ i®v  ar alse e 3 sulutiun to economic stress: they are always con-
11 teral iv derjer *harn ftuiletime f30ulty, even (f fully qualified, for they are not
a1t far bl *hoie fher 4 *uvitles, besides instiuction, that reqular faculty are
tald tr, Jeple 1sualiv employed may sometimes render casuai service, which
18 ulv o fo oway *Tar tre insetiturion qets what it pays for.

The 3:°0 le. * gjreement *hat pertain to gervices and supplies mugt be the

loas® roman®: SRl it imtuTraAnt providions: even a no-strike, no-lock-out

1asde nas b1 et L, i f (tuniarl, ring te 1t, But paperclips and audio-visual
miships e sind wien gervi es 3nd supplies, Interest ©av nick up 1h certain
restterd 0 e Lterstanada *Mat & lentifis evutpment 18 covered under this clause,
44 wRll 44 e retarial dervt o5 ¢t all academic Jdepartments -- in fact, all those
anemingir *riviay int munisre olements thit are nontheless essential to the
0ffu vive £ e r -t £ any yoslemtt yntt, Ditto-magters and the tvpists who cut

*hom wa  f te *re lpgmge: elements 1n the search for trfuth by students and
*aq ter, Pt tte Ly st mitter Lne mav tinder the rrocess to the point of distrace
PlLt, T LRe 4T s gL, o m LievTies, 1 wial. 1t wepe not sor 1 teach the rastoral
w1t it e ¢ gmpls ey and selfequffi-tency, hut 1 do not vet carve the
ASBIPerca ¢t o v g0 . pue i *re Tark of trees, and ! do have more time to read
1y
o ¢
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for it 1f somecne else tynes °he bihliography efficiently and accurately for me.
This clause will be most {mpo tant to the scientists in anv unit, but all teaching
faculty are affected by tt,

It we leave tha teaching function well served by safeguards adainst econamies
in the acreas ! have mentioned, we may move to those articles that impinge on
ressarch. The first is obvious: direct monetary support of research projects by
the institution, Such support 18 us.ally already a feature of those institutions
which offer graduate instruction, but often it is administered according to policies
which Bay not he acceptable tu lacae segments of the Zaculty, particularly if the
funds are perceived, as they cften are, as a means of brinding outside monies to
the institution, funds which will often support much administrative superstructure
and overhead to oversee them an well as actual research, Such excesses can be
avotled or at least mitijated by contractual provisions which assure a faculty voice,
it not -ontrul, over the allocation of such montes =- always on a competitive basis,
Unce qiven the hard task of deciding how to spend limited dollars, faculty members,
formerly -juite unable to see the lugt: of such decisions, suddenly become tho soul
of reason as apuloyists for them, 1t 15 likely that a variety of provisions serves
the untt besv: & fow qrants which offer total support while faculty members are
engage! in research full-times manv lowscost grants which meet actual expenses for
4 brief perind: and some which proviie seed money to qalner funds from outside
sources, The jreater the variety of provisions, the more attractive the contract
will be to diverse seaments of the unit at ratification time,

o do researh, faculev members need leaves from teachinag which should be
seured in & .ullective agreement because increasinglv such privileges are under
attack Ly *he public {n rea®ion to an era in which general sullibility about anye
thing labelled research led to excesses, Faculty unions must not allow leqitimate
professional privileges *o he etoded hy administrations which adopt the current
aptnton, nor shoul! fa ulties allow them tc be the sole spokesmen for such academic
tradi*ions to ledisliatures and pud o, Aadain a variety of leaves will make an
ajreement mnre wilely appealing ant may provide that Junior faculty will not have
te wdit until they aze tenured to jet a leave with pav,

tn order *o share the fruits of teseatch a faculty must be able to travel to
report un a*ivity and * hear the reporty of others; such travel should be support=
ed by *heilr 1ns*1*ution a3 3 legitimate out.cme of gcholarly activity., wWith the
presen? shrinkaje f jovernmen® funtds and the consequent need for institutions to
F1-°% 45 the *al fHr ftravel, no other realm of faculty-administration relations is
to *raubled refay, ant 1t has alwave been plagued by the pettiness and nitepicking
0 those Appr ving applisaty ns who are easily tempted to run the lives of others
as 1? rhe money wete thellf swn., Much of this hassle can be avoided by simple, clear
ontractual juidelines f.r the approval of travel requests, rules which may. on the
faculty atle, (rever® *hose few who abuse priviledqes from rausing their loss to
rany who e *tem wisely. Travol may te jeortetved by an economy-wise administration
48 4 ot Pl et ogmrerlt 0 utg *o prove that 1t 18 rigorous abeut "frills,” and
then 1t wil! f4.0 * the :nt-n t. show thar a jolicvy u ch 1solates a faculty from
the maingtream ¢ 1t intellec?ual and professional 1if- will surelv weaken the
‘tnetitution,

The a4l ts, *hen, * sain*ain 3 balance 10 An ar cemen® 80 that those 1tefls e
small o large, int earntic 3 comrlicared -« which lie at ¢k heart of a farulty's
rrofeasional (ife sre net ernrify ool vt the more ohvious emol'ments, ! have covered
mere aw f *h.qe *hat wele 1mpe-rtan® to a facultvy for which T have neqgatiated;

P8 nt® wi.,i “ave * jefine, tevernling on {ts chararter, heeds, and traditions,
wha® fex® jreq ave J1*A0 - 1%3 17 fesst nal well-betna, Ay & praamati- fearure of
the ne&yj.?1e%:ng ;1 ~ @39, § Dbaian el " n*1act (5 & far easter Jdocument atout which
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satintain faculey unity, especially in days when their dreams of Qains through
organlezing meet the realities of fiscal exigencies in many instictutions. In &
balanced contract varicus seqments of the faculty, which might otherwise compete
with sa:h other, may all find some element to identify as a special gain. A
collective agresment need not reduce volleagues to a time-and-motion mentality
for lead them tu sell out their professiconal birthright. Kept in proper balance,
sSuCh an 4jreement van be the means for a faculty to express, protect, support and
ever stimulate the Lbasi: values of a high calling,

ERIC

Aruitoxt provided by Eic:



E

30,

UNIONS, POLITICS, AND REALITY

James E. Dale
Youngstown State Univexsity

bo not appsoach a union with the expectation that all you have to 4o is show
why yaur cause is just and everything will be taken care of. Academic unions in
particulacr have a number of special assets and special problems that need to be
tecognized by anyone seeking to work through tham,

Nost erployment situations readily adapt to a reasonably clear distinction betwes
manajement and labor, Management consists of all employees down to the level of
foreman. lLabor consists of all employees below that level., Historically, sanagement
has had the qirect authority to hire, fire, prumote, set wages, make assignaents,
establish working cunditions, and determine all other policy. Labor has won input
1nto such decisiens only indirectly through collective action of unicns. A desision
adversely affectiny an employee is almost always initiated by management and a
grievance against such a decision is ususlly supported by other union members who aze
often themselves threatened by the decision. The result tends to be an adversary
gelationsnip in which union members tend to view their own interests &s being in
Lammon but in vonflict with the interests of management.

in contrast, faculty have historically had at least some direct input jnto
all of the employrent decisicns noted above. This no doubt accounts for some of the
traditicnal resistance of academics to unionization. ©On the sather hand, the concur~
fence of the current Jgtowth of unionism with the shifet in demand for academic eervicss
from a gseller's to a buyer's market 2ay indicate that academic well-being has rested
less <n the tradition of direct faculty input into university decisions than on
favorable ecocnomics, uspesially for new groups sevking to establish themselves with
tre avademic stronghold and for those not secured behinu the fortifications of tenure.
Neverthelesss, Jire:t faculty input dues at least provide the potential for special
benefits -~ a potential which also exists for the faculty union. Shared decision
®ari1ng, by saftening the sharp distinctions of the advarsary relationship, could do
wuch to encoufage an athosphefe of cooperation in the pursuit of sutual goals. Also,
the $irect irnput of faculty into decisions affecting their immediate interests is
potentially far more effective than indirect input through union officials.

However, these benefits are also accompanied by special problems. In the
struggle for salary increases, pramotions, tenure, desirable teaching assignments,
#331ntants, and other bonefits, the interests of faculty members inevitably come into
sonfliict, ¥hen an adverse fecision about such a matter is initiated by a faculty
JeBLttae, any Jrlevance against this decision then becomes directed not only against
*he adminigeratian but also against the faculty who supported it. The processing of
su-h & Jrievance by the union 18 often interpreted as an attack on these faculety and
a3 an a8sawit on the majority rule absolutism that often masquerades undar the hallows
title of Jegarcasntal autonory, SGrievance officers find themselves deluged with
fa.ilty versus faculty grievances, Both sides demand the support of the uaion, some~
timns buttressing their femands with threats of resignation, while union officers
scrackle *0 affirm chelr impartiality. Enormous energy is consumed in internal con-
tli:%, jreatly weakening tne union,

A*terp ts O reduce these kinds of di1fficulties have produced a number of etrate~
ojten whi;h 1t 18 crucial to understand in order to work effectively in academic
unions. The =ost JBvVIocUs strategy for reducing inter~-faculty conflict is simply to
reduce tre legree of fo ulty i1nput 1nto university decisions. A perennial issue here

£ N
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i9 whether tu eavlude dejartment chatrpersons fram union membership and define them
stii.tiy es eiministrators 4u that their decisions will clearly be adminietzation
deciaiune and will thus Le less likely to attract faculty suppore.

A se.und steateyy for reducing inter<faculty conflict involves attempts to
teyulatite le L1st:n-making by institutionalizing procedures which are based less on
subte.tive evaluatiun and More un ublective criteria. A cosmon example of this is %0
geplace 3 syitem of 1ndividualized pay incgeases with a4 fixed schedule camposed of
stages %nat are auturaticalily obtained by years of service, degrees, rank, etc. The
usual vbitectiun to this kind of eualitarianism 18 that it overcampensates weaker
faculty while undercompensating stronger faculty, although it is possible to sume
fegtee 1o mudify su h & sydtem with provisions permitting extra rewards for stars,
Tuke ule uf thias Rik) Of ubloctifiiativn 19 probably necessary {f & union is to
sutvive, but thete are -hutces as to which cbiective measures will be used and how
they afe %o Lle wothted. Difterent tntesests will be advanced by different choices.
in salary schetules, f:r enample, the yreater the weilght that is placed on years of
8rvi.e, *he Dote ol ter fa-ulty will benetit at the expense of younger faculty and of
New Jrunld SeeRing tu AMpTOVe thelr position 1h the university. It is crucial to be
dvdto of *hese Rinis ot —-ongequen-ces,

A tnied srratogy for reduiing nter~faculty conflict snvolves the clarification
ut *he J19%in.tion Letween uUnian Support of faculty members® interests and support of
theit “ohtfa tual fijhts, Leziaions as to which interests a unfon 19 to pursue are
fuibtl el t9sure 'y Le tetormined within the union before and during contract negotiae
tisns. Mm.v 8 ontrs -t nas Leen sighed, the bargaining agent is required by law to
sipgore e gually all the rijhts of any of 1ts merbers, The processing of a grievance
w5 (tesentatiin 1t ne cusary before an arkitrator implies only that it may have
Mg it and not ne essdarily that the -initun supp.orts the specific interests of the
Jrievan’,  There 1e no join® in getting mad at & unjon fur processing a grievance
you & Lo ajree with, !f *he contract supjorts the yrievarce, the union is legally
toqurted * o pt, eds 1L,

oo sdditiun v, gedy 1y inter=faculty contlict, recognition of the distinction
petwoen in®gy-atn o jolitisse and ontra.* rights 18 crucial for understanding where
T3 BpFLY POUT Crml gy . v 8 ORtEA t N4 beel, signed, everyone is bound by it, 1If,
tit oxan le, 3 ntcac® ontalhs no ptovision prohibiting discrimination on the basis
ut 4%, thenh tlote 18 no®hing 8 unian can Jo about even the most hlatant sex discrime
inatiun.,  fhafe'd uc jeint in was?aing youf enefqy herfe, although this does not preclude
e jutaus* ! g9rx lis.rimination intu the labyrinth of acvermmental agencies. The
nly thing je g io who 8¢ %ag® Ly & weak contract can do t1s lick their wounds and
L AZI2e *ear S'ien 3t within the unionh O 1Bprove the next contract., Only in this
way will lemcards fur lenetivs like maternity leave pay, modification of anti-nepotism
faivo, &4 Tote terefits fot jartetime work be 'ome contractual realjties.

Y.t oAb a. c lerefits te 8 mieved simply because they are just. A union inevitably
erter i negetiat, 1y witt. 3 ‘rie? "ase 511 of Jdemands, tost of which are just. It must
targsn and umptoam,ae, 3rd 90 must any interest group within a union. Henefits are
A nieved Lriy tw ttaling jawet tir them arl power i1s largely achieved by serving the
mih'e gerors. Lc%Wresta,  The winfers are those who most effectively organize and
a3 ly *na* jumer, et ; a4 joost 1uy oF & Joud girl dces not count for much., Depending
30y et wabind, *ras s e jolitiow A eithelr 1ts wOrst or its best, but 1t §s &
todlity wrt ' L% L3 f.tile 5 gnote, A ademi C uniuns can bring great benefits o
relt *emBety- C wewer, . . tier ', maximize thege benefits it 18 Necessary to be
[ X TR [ YOO w *rese rlaha must ftanction,
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PEER JUDGMENT AND THE RULE OF CONPIDENTIALITY

Claude Campbell
Staten lsland Compunity College, CUNY

By ba. kground, and 1 sufpose by inclination, ! was in no way prepared for the
types ot grievances 1 encountervd when ! accepted the position of grievance counselog
at Htaten Island comeuntitv Collene, & Peanch of the City Univeraitv of New York.,
foture ! be.ame Jtievance counselor, f. st for the UPCT and then for the PSC (the
Pritessianal staff Counyress, formed by a merger of the UFCT and the Legislative
Conterence, a university-made union affiliated with the National Bducation Associe~
ationl, 1’1 taught 1n hiah schuol, and for ten years 1'd heen a chapter chairman
and -f1seri.-t representative for the UFT, The majoritv of grievances ! argued ir
Bigh school had to 4o with such bread-and-butter issues as class size, assiqgneants,
ant fismisaalo, vollede qrievances include all of these, but are complicated by
the conept of academtc yudgment, which in turn 18 protecuted by the rule of confie
dentiality,

trese liat are jprobablv the hardest problem a Qrievance counselor faces. A1l
“ullective harjatning agreements include a qrievance procedure that allows employees
redress within the orqanization for wrongs done to them. Generallv, once a union
139 signed such an agreement, emplovees must exhaust the remedies available to them
umler the qrievance {rocedure pbefore going to court, 1In the majority of cases the
Jrievance proceldure works verv well, The employer must give reasons for not rehiring
or gromoting n individual, 1f these reasons are valid, thev stand; if they are
arbitrary, Jdtsorimtnatnry, or Capricious, the emplover is forced to rescind his
4.tin, Experience and qualificarions are valid reasons, while sex and race are not,
Thete 13, of -outse, a grev area that generates a qreat manv qrievances =- where the
expioyer, fur various sovial and perscnal reasons, feela that one individual is more
fit for 3 tob than another, But the burden of proof in the grievance procedure 18
o the amplayer: he mugt show that his ‘udyment is corgect.

In “olliege & 1fferent system prevails, Employces are not judged by an employ«
er tut by their geefs in c.emittes, These peers must be protected: the New York
1ty Reard of Hyther Fdu-ation has mandated that all deliherations be confidential
an! *ha* a ormittee mav not be asked for the reasons why it took a specific action.
However 11ff:-ult this may mare the life of emplovees, the logic of it is persuasive.
1, lerfs awv, an asgustant professor on a cormittee concerned with reappointmeat
and *tenyre < red A131nat an assoclate professof, hut the assoclate professor was
tesptotrted gravay, 1t wiull be a bit much to ask the associate professor to forget
all *his *he f.llowing vear when sitting on & cormittee conrerned with the assistant
svrofesasrte promat r, Disclosure of votes and reasons could lead to political
“tasg withar lerarements,  Rut, let me note, in the collective bargaining agreement
neqit 1atet Iy the Pl laet seef, the rule of confidentialty no longer applies to
olledqe preaifertdr thevy must qive roasons 1f thev reverse the decisions of college
camittong,  Clearlv doth parties to the agreement felt that a colleqe president
%49 Af. emp L oyer 1r the  lagael - sense and didn't need to be protected by the rule of
cunfytential ey,

I* 15 evifert, % Nuver, that the tule of ronfidentiality as it protects departe
rents and oLlew cTmitters allows violations of fundamental rights granted under
foler sl ard avave law *n 0 anchallenqed, The refusal of these cormittees to give
P13 N3 &l we Ciigments contrarv to law to prevail. Por there are, of course,
‘oska, tlwayy lenied, *hat qive acee 1nsight into cormittee docisions. But the
ni-n ia rreventet from uaing this information in arievances.
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Occestuonally a member of s cummittee May make & mistake and publicly state
the reason why an individusl wae not reappointed, promoted, or given tenure. 1t
the resson doe~ not ihvolve academic¢ judgment, and if the statement cén be sup~
portsd, then i can be used In & yrievance, But since committee decisions are
officially secret, there is usually no basts for arievance on fact, even when the
qgrievant and the union have e pretty jJood idea of what the reasons were and know
them to be qgrisvable,

All publi: employee collective barqaining ayreements in New York State must
wontatn an anti-diucrimination <lause, This, cvoupled with the clause in most
contracts that an emplover cannot aut in an arbitrarv and cavricious manner, should
be a sufficient basis for Hiscrimination grievances. But, because 6f the rule of
confidentiality, 3 tis-rimination case in coliege can seldum by proved. Thus,
many 9rievances that are in etfect Alscrimination vases are ardued solely on the
grounds of procedural violacions, The main hope for yrievants is to prove that
squitable standards were not applied: therefore they have heen discrininated against,

tn sesence, all Jiscrimination cases brought in behalf of women and minorities
are "aquitable standards® grievances, 1t 18 alleged either that past patterns and
practices show the standards to he inesuitahle, or else that equitable standards
have been 1tequitably applied,

An additional problem tn these .ases is that a collede can’t officially admit
that any of its aiministrative ixwfics have Siscritinated., Executive Ordzrs 11246
(1905, 11375 (19&H1, am! Revised —rder 4 (1971) not onlv mamiate that all federal
contra. tors and subcontra-tors end Jdiscrimination throudh a detailed affirmative
action program bu® alzo stipuliste that penslties may he imposed {f a contractor
doesn't conform, Thus, even in fladrant -ases of discrimination, a college feels
tt murt fall back un a-ademi. judymont and the rule of confidentiality to protect
ttaelt,

It was into this mishma 4t of *e-hnr-alities thae T walked when ! accepted the
16b Of Jrievan-e ounselor at .taten lelamd 'mepunity Colleae, Lf course, for me,
e white, maie, siijhtly ‘ouvinisti* arievane counselor who had had no centact with
sctual fiserimination a°@s, my tiret -ase e as a4 stunning surprise. 1've often
thought alout how ! felt ther, | knew dtscrimmnation was betng practised. 1 had
only to luok arvund anv « Wus uf ity Univerztty to see that, and ! was also aware
thae women and Mminori®ies weso hel! to the luwer ranks, but !'d never qiven any
thou (ht ag to why, a® mv (ulleqe, the si1tuation existed. 1In the departrment in which
I woried 4 on erted offort was betnd Axle ta recrutt women ant blacks., Moreover,
the very svatem that was fostering disvrirination {n a sense relieved a person of
soral resgansibiliity in the mattcer, It was never John cmith who Aiscriminated in
hiring, reagpotntzent, ani pr x10%t ‘N1 1* was a -ofurittee, anid these ccrmittees very
often hai wiewen ant minorities on them. How ZJan vou develop moral outrace towards
a cormittes!

G0 89 1 98® liscenirg to four women from one lepartrent complain that they had
peen tis riminatod wgainer, o ook Coplous notes, s 1 alwavs do,  1've found that
pavple who age angrs 1t the tieatrent *rev have received aften just want o talk,
aind "Noy want "he feeling that whar *hev cawv is important, o T take nctes. Then
1t 18 easter * - ftu 448 obte tivels what *hev wint to «dn, It mist he understood
that & 4nion Ipievan & cundelcr, tarrel fro¢m the internal deliberations of (satly,
male -<damingtet’ -llete emi®rtens, st take the eviden e and qo on from there.

Ih this tnacar & 1°* wav impeeddive, The tepartrment {n ase«stion had Leen losing woteh
re=iopd € severtl wesrs: ¢ our & Mo in v lepartnent of about twenty felt they

were leimg 11s tificarte?d vprinae; ard, o the surface at lesst, double standards

wele teing afglied 2o Canditaces fop oM tion, Nevertheless, 1 wag stxtl dutious.
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! erched a dishelieving eysbrow and said 1'd check 4t out. I 4id4, and in spite of
hujs amd hearty protestations on the pert of male colleaques, ! found that & prims
facie case of discrimination did exist,

At thas point !'4 like =0 bring up one problam that is seldom mentioned, the
impact f males on males whin mactters of discrimination, especially sex discrimina~
etian, socur, It |8 seldom admitted that such a thing could exist) therefore excuses
are mmediarely found to explain what happened. There is almost a catholic repug=
nanie \n *he male community when the problem {s raised, directed not only at the
woren Crmplaining but also &' sny man who aqrees with them, and, ironically, this
tea tion *3kes place before the evidence is heard. I was astounded, once the word
Jaot agound that | was processing the cases, at how manv male collesques came up to
e "o 2951fe me that thete was no merit to them. It was almost a visceral reaction,
gatritalarly surprising tn a community that takes objective thinking as its credo.

The tuuf women vumplaining had suffered a variety of damages. Ms. A was
tented reajrointment; ¥a, B had gnsupported and damaging material put {n her file.
M3, and Ma, ! %34 heen kopt frow seeking promotion in the normal way: they had
teen fiven i yrreot tates for submission of material, meetings had been changed
withou® nurification, material tanpered with, and, purportedly, untrus statements
hat heen nate an v *herr honesty, peravnality, and qualifications.

Frankly, thuuth | was dubious, evervthing checked out, The number of women in
the leparsment was roppineg ot an slarming rate and only men ware being hired.
there #19, wi*hoy* quedtinn, suhstance o the allegations, Satisfied, 1 decided to
tile, Wy firqt 17 Liem was whether to file the grievance as a class action, on
Yenalf Lf these f.ur ar.l all the wormen 1n the department, or to file fndivildual
jrievan ev. 1 fecided o the latter hecause there was a reappointment to consider,
art 1 negtiatel sertlement on that case would have to be separate, It's an axiom
Wy Jrievan @ oundelors *hat when reappotintment 18 the issue, the object of
frievan » 13 * 5 ger ohe ol ta'k, This doesn't always lead to the best possible

a6, %1 1tems *he, gt g to our Seatract, zannot be resolved {n a Step !
1g1evas o whi ) *8kes pia ¢ on the local campus) but would have to be resolved in
8 e} 1! ttievat. o 'whi ) takes place at the Board of Higher Fducation level) are
stren mitPed, Thetefore ! filel the reappointment case first, waited 4 respectable
time, *ten filed *he rematning three in rapid sucoession,

The fesulte wete Lnteresting, Ms, A was reappointed without much difficuley.
f1. edatel v1 1s%1 s were manifest, snd 1t was clear we would have won her case at
8 L1uer tewel, The gossitiliey of fisorimination was raised but not pressed: the
te.n® wis ' et M3, A's tab ta'k, But with Ms. B, the situation changed radically.

avgalo il lamaring material had teen added to her file, obviously to keep her

from b aving P r oy nither level ot alout to open in the department. But there was
1. a8t R Y eeet i et b, far she had decided to return to the job from which
e al taeer 3 ear’s leave 3¢ 3l gerce, she wanted the record of her year at

Cater talen ! Emariee ‘lege -leared for the sake of future employment. Again,
*le forart~ere ca! csrarp le?! on 4 many of her riahts that it was relatively easy to
Pl e tgmaltt il mtter s, tewwed frae her file.

THae o gaes 1t M3, it V5, o inte prove as easy. Both were assistant pro-

Fetonpy Reeking it Mt f, Mg, Chatl a N, and a contract for a book. Ms. D was

vl woteyt 1 c o cre leqree, ot hat vears of experience and an admirable record

er gt e et ety ity averent,  ‘he had also bLeen recormended for promotion by

e tag arimene Crp treyioa,, ¥ear ant turned lown pv the college cormittee. Their
140, were *ilel wsrarately, 'L only A week apart, ! wanted the case of Ms. C to
e tit %, e t.4e 9ve 11 In'? need the PheD, waived for a promotion. The depart-

ce1® o 1t are ¢ eqplain 1*3 2 tinng (n her case, and these explanations could

trur le dqed ar tte 3 e 0 WG, 5, Rask grievances were denjed at Step 1, however,
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ad dented again et step. 11, We then filed for arbleration. All this took the
test taee of a year. At this point Ms. © was sscormended fur promotion, and when
‘She was prumoted her cese was dropped.

Jus® a3 lawvers have techniques, 80 do grievance counselors. There 18 & whole
clase | refer tu as “2ingezrs”: the counselor designs a case, plans to lose it at
Stef: !, and then stuns tho hearti4q officer at Step 1! with a zinger, a new piece of
iafarmatiun ot & new approach that wins the zase., 1 don't argus this wvay unless
rew information arises between Step ! and Step I3, Rut Ma, U's case had a built=in
tinger thar 1 .auld .io nothinn about, After the colleqe committee turned down
M3, D for pruee®ion, one of the depsretment chairmen present at the meeting called
t tall me that ouverely dexist remarks had heen made at the meeting, and that he
vas cutrajed, ! enplatned ehat at Step ! and Setep Il the rule of confidentiality
weull frevall and he would not he allowed to testify, but that if the case went R0
AT 1C2AT LD Ne might (a.8sthly e alluwed to do so. The attorney for the union agreed
with my 1n31*t1n, | 41! not know then, and don't know today what was actually said
&t the meeting, btut | was sure that viarious Executive Orders had been violated and
that *his wiyld he hroyght out somehow,

The .ase uf Ms, U i8 sei1ll at arbitration, She decided not to seek promotion
the full.wing vear, so there was no way the college could get rid of the case by
promuting her, The arb-itration heariny was fascinating, We asked the chairman to
sprear 35 & witness amd gt him on the stand; he tndicated that gexist remarks had
been e, The attrney for the Buard of Higher Education objected to his testimony
on jtumis tha* 1 woull violate the rule of confidentialivy. The lines were drawn,
The nion avked *hat he be dranted i1reunity from charges of breaking the rule because
he was * - rejort un a violation of law *hat took place in committee. The Board
tefased, and the nin in turn refused to allow the chairman to testify until {rwmune
Ity was jrantel) we arjgue! that a witness should not suffer for telling the truth,

The al a1ty 9t the Bt t's josition \s obvioys:  suppose, for example, that
An fthe et ¢ 11, qul 3 Terittee meeting was ruptured by murder most foul ~-
persats A4 ‘1 ersan amiting & lean with & paperweight. The rule of confidentiality
weuld jrevent any of those present from saying who did ie, and 4if we follow the logic
9t tee Buari’s position, the dastardly fude would get off scot free. !f by chance
sure e | tesent fad the nerve to say who did 1t, the Board would bring charges of
tnsalor $inatt n ndt that persnn would face dismissal. n many ways the Board's pos-
1% r3ur; 319983 that cof the ex-irosident on executive privilege, though the Board
nas no®, su ve', lstred nati.cnal security as the reason for secrecy. Absurd? Not
reslly. i jie te ome SO smitten with thelr nwn sopalsery that a decision like
e ote Male 1n *the ase of Ms, ' “oult easily become canon,

there 13 strond teason *9 believe that decistons made 1n compittee and coveled
by *ne pile f confifer®iali®. Sften have little or nothing to do with academic
LR EL TTH 2N st 1tema 1w A fetson’s folitics, dreuws, quality of voice, drinking habics,
sex-. 3l hatity, ant s myrial ¢ _chet 3ot o8 are often discussed. So are such iters
1% %40, ra e, rel:jion, snt sex, In one Jepartrent in a collede of Tity University
O e wer *lirty ever jets tenire:r in another, only associate professors get it.
In amore, ity Uoaversity, ke most mavor institutions tn thiz country, is fraught ‘
wi*h vilatiine P tasic rigres, (t's a8 simple as that. People accept jobs with
the undorstard, o that they will e tudged by certain criteria, only to find that
thete s sn *rez 90t of rules to whi h *they must confomm.

Ag Pr *re Ase - f W, 1, 1*'e ning o court, The union cannot tolerate a
ittt where ‘untaments, ritts ate tanpered with, Up until now the courts have
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upheld ehe rule of confidentiality in college personnel decisions, but the union
Lispes they will not tolersate the breaking of laws within coullege committees.®

Nore important, how do employees -ope with this sort of activity? Historically
the practize of women has been to accept lower and lowerepaying rankc, seldse vying
tuor pramoticon and ceetainly not aspiring to a full professorship, This becores a
trajie <yrle, If & weman knows her chances of rising to the top are nil, why should
she kncek Rerself cut getting Jeyrees, publishing, or otherwise gaining a reputaticn
in *er fielt? This allows male~dominated -(ewnittees to pass over wuten with the
ratiunales that they aten't as well qualified as men,

I am nut sanyuine abwut the prospe-ts of wumen and minorities in higrer educa-
tion, Althoudh 1| think substantial jains have been made these past geveral yeass,
1 104 many aspe-*e ~f the situati-n Aepressing, On my campus | recommerded o the
mlttee werking on Affirmative A-tior tha® 1t ask the president to waive the rule
af onfidentiality 17 matters f reappuintment and promotion, ! felt this necesrary
f.or prusgress ¢ be mode, ! Lestiles, s least th mattere of promotion, according
to Heviset -gder 4, tsasens have to ke Juven, Fither the coepmittee Aidn't agh for
this 1 the tresident .vin't Jeant 1%, and there wann't a ripple of protese. tThe
ween OR TAMBUS JUT & WG AN | hys: 1an and & women's center, both needed, tut not of
|al'r ohsejierce * wome! whu fa.e the (rosject of not heing reapinintet or pro=-
roted withaou' reas ns being given. The te'ord far minorities at staten Island §s
a 10ut ne, tetter than fur sust ‘nlleges 3* <t Mpiveraity, but (t redsts ch the
paternalisti: whis of one man, :°e jestlen®, whe car chuge whether or not o
{nfluen ‘@ *he vari s jors nnel wmittees within the «Li'aqe, This 1S hardly a
8at1898 tuEv or & termanen® solitiun to the ptohiem of dis-1imination.

Mogeousr, the persunnel SeMiftees e jetting more careful. Things aren‘t
tesking un® anymite, When o we@an ot a t1a k18 not reappuinted, or reappointed with
geseruaty ., 1 (0 jpouted, epmirtees Ate carcful not to violate costablished proe
cedizes., 1*'¢ very L1 ule *h gyt ¢ agether & puxt cace when everyone plays it
Sluse *5 *he nes®., The tessn fiven for the a-tions of these committees 1s academic
yatyment, .t v ant® g tar with raat; acalemis belgment will be sustalned in 8
ctep 'Y griesan @ At ok osrdifteation, There still remaing the remedy of acadenmic
teview i Yts. riminyeion 1kes, !t *he hances of 4 successtul grievance are rapide
ly Liminishing, a0t lter clleges in ity University 1t is possthle to file a
pattern snl y18 *: o (rievin e, if. whi-h the turien is on the college to show that
jositive affirmative 1 %1 nh 16 *aning §ia‘e, but 1n the newer rolleges there isn't
histor: 4 st ~f ¢ fia. ramitarion to 2all tack on and each case has to be jroved
B 1%9 .Ah Tmer.®,

T bl vo *re ger:aisness ¢ *the situa®ion, the state and local agencies
enjowered 1o 5° ¢ Yia-rimpnation have provest, o put 1t spidly, disappotinting,  They
At wi'h vigpr 33310 8® the emall lantlord and *he small emplover, hut hesitate to
&°° $J8INET Nt 1® v ure 43 L3110 2% C1%y Unicersity.  The wumen's qroups that looked
wi®h Mope ' Trede ajen ied & few vears Al now wivice women to qrieve their rases
err gt *he pre- e tires escallished ty alle ‘vive bargaining, This would seee an
1Mfer?an® 8101 T T e Own Al £itot1ties -~ %0 press for more forceful law and to
femand onf .g.emen® v *reqs VALLous ajencies.

T (Tenoaull jerrare te titet rnar, *houth the nlilege has not admicte! that these

? ul ewer were 113 tiaicated sgsine’, *he hatrman of their departomen® was recoved
1f%er *nett  s3es ware rieved, Ar almirisrration will deny that cormittees discryi-
®miagte, ot whern 3 e ctive targviaing ajreerent proviles an effe~tive systen for
teaiing with jrieven es, t*  snr ¢ 3ff i vty tolerate the procedural irrequiagzities
*thar fren A erpany 14 impnstion,

> 4

(2

ERIC

Aruitoxt provided by Eic:



3,.

Tre federal requlatians for contractors and subcontractors seem Sore hopeful
tecauie ~untrs turs - an be fined for not complying with un affitmative action
praajtam, The strongest uf the Executive Orders dealing with discrimination is the
Ghe refulring esp.luyets to Jive reasons in matters of promotion. 1In acsdemic
Jisc liminatl 0 ases this order should be pressed, and extended to reappointment;
oven thuugh the wr-ter dowsn't specify reappointisent, this is clearly its intent.
This stder 13 sinjgularly important for afficmative action, and forms the basis for
all jrievsan 'es involving fiscrimination, {f the institution acquiesces, the
grievant has samething ®u rebut; 1f the institutinn refuses, it opens itself tO the
+hatye >f none ompllan.ce with affirmative action,

The larest ares f -oncetn i1n the fight against discriminetion is tenure quotas.
tn iy Universt®y, . 2% «tober 1973, the Board of Higher Education passed a
tesul,?tn to *the eftect that, when the majority of a given department {s tenured,
*he pros: len® ¢ 8 llege muat furward to the Board reasons for giving tenure to
A partt glar .l lare,  tn view of the fact that most of the prodress in affirma-
tive sty Lay raaen p-lae in the last five years, there ate a great pany women
and mypnorities among the recently-hired and untenured. The Board argues that being
3 wesn o3 fwrlor 0f 8 MAOFL%Y group s reason envugh for & presidential recca-
meria’ s 1 fur *enure, But the truth ts that, given the stricter standards that will
be i1vpnamt, fewer ‘ots will e available for them, However the Board equivocates,
when 8 given ftejartren® hes mure than 78 of 1tg membhers tenured it will be alfost
1e3-u89il-le fur any-pe to Jo* tenute. The i1mhalances that exist will persist, unless
the |+ an corvir @ the new Hoard to take office on 1 January 1974 that tenure
Ti0%83 are 3§ i1saster, '

1 the juet*ive ot le, the Hoari’s ayreerment with the PSC in the collective
Larysining sgreemer? nepgqoriated 1ist summer that teaching effectiveness is the
jerimary 1 oetn of scatemi - 'adgrent geems to augur well for women and Mminorities.
The w a®* 4un 1310 s431n6t thed Lo that they lack the credentials for tenure and
preety 1 e emphagis N Peasting aloult yive them a fairer chance than they pre-
Vi, saly ave tad. In sllivion, the students’ input becomes Loportant: here acain
tog torte  ar te titged on wility without prejudice.

L e new olle *1ve Latgaining Agreement contains & unique clause to the
eofte * *Lit #ton scalemt  sulgment 18 iR Juestion a review cormmittee of peers can
te cnstfer e (91 .pe 5t perscnnel  urdittees and order them roversed. Classic cases
- 3 wmmar st oy man, 3¢ s Plack and a4 white with equal credentials, where the white
a0 18 fefiucin®et ot (fomotetl - are now suble-t 20 serious scrutiny. And the
1A% ¥ie e wher b man Wit g PRy, 8318 haok while a man without his deqree is
grmteds 2 ia Lat antt uaien anymoute. A3 A result of the new collective bargain-
1) Niteemee T, every  EPi1trer \n evety colleqe 3f City Unfversity will be aware
PRe’ 1% CubgmenT 18 92 ‘et Tt teview, and junt a8 it i1sn't qood for & judge to .
Yave 4 te sttt 4 jteat mary tocial .ns reversed, 80 it will be with personnel come
MiI®%wpat *te't w.t. “ave v, _teiler theirr re-ords when making decisions.
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NOMEN AND UNION3

Charlotte Croman
Borcugh of Manhattan Community College
CUNY

in Novemter, 1972, at the Yational Council of Teachers of English Convention in
Minnsajolis, ! spoke cn the subject of collective bargaining as it applies to City
Univetsity of New York women, The subject was of ifmense interest to the audience,
most of whom thiught we had alresdy accomplished a great deal. The impression 1 had
was tha® we hal not accomplished very much, really, but that the rest of the countzy
was ih even worse sheje. My address was s comparison of our first contrace with the
unien’s demands for a new contract then in negotiation. 1 summed up the conditions
favorable %o women and emphasized my assumption that collective bargaining is *he only
levoraie women have and that the collective bargaining agent can only be effective
for womep when woren themselves have created a position of strength within the union.

ouer 108 of the “otal nusber of institutions of higher education have tollective
raggaining. Twentyeeight states have fassed enabling legislation which grant teaching
getsonnel the option of a formal bargaining relationship. My bargaining agent is
cabled the Professionsal statf ongress. 1t is the result of a merger tetween the
United Pedesaticn of Uollege Tearners and the Legislative Cenference, It is the
colle: tive Lardaining repfesentative for 16,000 scaff members of the City University
of %uw Turk ard 13 atfiliated with the American Pederation of Teachers, AFL-CIO, the
National Education ASSuGIatlon, New York Uity Central Labor Council and the Hew York
State Nt jearhets,

Peiof %o the merqer when the staff was split up into two bargaining units, the
old Juntgacts nejotiated for the betterment of taculty in goneral without much atten-
tisn o of prensure frum wurmen in particular, They 4id achieve tenure status for
lo.® tors, whi % in 4 way helfed wuren because 8o many were in the lower rank. The
531 nrvrs *s also rore stfistly Jdefirned and standardized the evaluatian process,
leave j1 Visiuns, reseat.h support, facilities, and salary schedules. These general
1=y r.vements mate 1t a little more M1fficult for the Univegsity to discriminate
4Jains® woinen withou? reiny charged with discrimsinatory and capricious behavior and
viulatiun of the ontract,

Mo fesanls for tne ruw coneract, ratified after over a year of negoeiating,
ta.t tirting, and 4 strias vote, were stronder and mogre specific with regard to vomen.
The nej.tistuofs demanded roclassification of untenured Lnstructors as full-time
Le titogs, jiving *ob se ufity to women in the rank of instructor who would otheswise
be jhased sut, ey tedanfod the procotion of full-time tecturers to Assistant
Professur upun tv eiving %he lu-torate. They demanded the enfranchiserent of all
gl -time memkore of the instru.ticnal stat! to vote for members of the Personnel and
fhetget tepittecs stal l0)artzent -hairman, §lving woren ©ore say in the governing of
*hoit dojarzments. SThey femanted that Tenure be awarded upon reappointaent for the
Sia*h year of ontinuuus cutulative tull eime and prorated part-time service in the
Univegsity, S'aoy lemantet that pasting 2f vacancies within the University two weeks
pefse Loing toify male putlic. They Jdemanied & provision on pefcentages in ranks
whi A wuus | mandate o o + ¢ promotions & year for qualified perscnnel, in conjunction
with & lue ;To ess .ituse, w4 R owould indirectly open up many procotional opportunities
v wEer Al AuLority JTap Teriers, For woren and all parents, chanjes were deranded
it eiow loave ;tivieians ®u substitute terpurary disability for sickness and which
weus i cover pregnan.y ant amplications from such, Accurulatod sick leave was to be
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used es ne.essary. An extenaion of time by either parent for child cete was also
pare of the pachage. service toward tenure would not be interrupted, wWhat was most
heartefilng about the unich's position wus 1ts recognition that women and minorities
have "eradttiunelly been ®he last tu De hired and the last and fewest 20 be tenured
ant promuted... We are Jdesply concerned with the sconomic problems of somen and mine
oirities because these yroups ate voncentrated very heavily in the Instructor and
Levturer renas vften with aljunct or fractivnal line status.”

The abiuve Juote was taken from the November 3O, 1972, issue of The 'lariom, the
unicn newspaper, which cutiined the denefits to women undes the proposed contrect,
! ateribute these 34ins to the hard wotk nf & small group of women withinh the union
who turmed an 1f v cusmittee on the status of women, which later became a standing
‘ommltiee. | was 3 memler Of that committee, The contrfact was tatified, effective
tuter |, 1978, what wumen ehded up retting was:

(1) & nun-dis g181naticn ~lause whi h includes sex alony with race, national
GEigih, realdl N, jolitt 8l telief or Tenbershiy in, of lawful activity on behalt of
the Uniung

141 inetzu-tors and nonsvertified Lecturers {full-time} with four or more years
4 unfinuvus full-time service in those titles who are appointed to the rank of
Assietant Piofessus will receive twu years of setvice toward the achievement of tenure
in trne ti%le of Assistant Frofessor;

10 when & ‘ullego President fows not accept a favorable recommendation for
reqapg vint@ent ur prutotion ot 8 faculty 2erber Ly the appropriate comittees, he
must sulmit the reasons uponh reguest from the affected individual,

4' the ti%le Leoturer bevame & tenure~bearing title;

90 instru. tare may te appointed Lecturer with a Certificate of Continuous Employe
aent aftnr five fears uf Continuous servi.e;

'he the term “tempurary lisability® 1s defined to include pregnancy and/or its
Rp iicatd he, urulative to lho alendar days;

D' epe . 1al leaves without gay for ~hild care, ordinarily for one semester but
eatendable fur one year frum the ond of the original leave, and nervice toward tenure
wili nut le 1nterrujted;

‘8 xn.—ro‘saaoi promotivnal cpportunitien {900 jer annum),

S92 jrievan e alleyiny Jd19crimination ceanhot be processed by the Unton on behalf
't any emp. ioyea who files or prose utes, or permits to be filed or prosecuted on his
tenalt In any wur® or jovertzentsl agency, & claim, camplaint or suit, complaining
¢ theo 8. *i0n Jrieved, under applicable federal, state or municipal law or regulation:

VO tadger sty anstterations will not congtitute qrounds for withholding appointe
mer.t ¢ - the rara ! Ags.stant froateascr of a Lecturer who has earned a Jdoctorate and
teen re oywnlel & rling *o egtal-lished criteria and procedures,

Mt Lt *ce lemands, a8 we an see, have beon met, with the excejtion of wider
enfran hienet, (to58°1.h Jf part-tioe servive and the posting of vacanies.

Thaoge 14 8 (& tiem gegariing the jrievance regulations. Although the yrievance
. edure te o i2ea fiw £iBinatlin because of sox a5 a4 valid complaint, 1t will not
PF ceda 1t 1! rre e an has dlsu fljed with & ity, state or federal ajency. The
11%en® tore 8 D o tezatard 1, 13t exhaust the machinery within the University
el oz 3usr *L, 8 jovernment aten v for satisfaction, a theory being held that the
itieva v 1, elure nay Le mugre satisfa tury than an agency at this joint. 1 Jdisagtee
wits tfie pfiuomafpry, ! thina *his provision does 4 dlgservice to women. In the
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tizot plee, 1f the Jrievanve qoes to arbitration what can we expect from arbitrators
who have na! no wxperience in this area® I!n addition, if the arbitrator finds for the
yLflevant, he .annot enforve any award or punalty, the matter {s instead remanded to

& sole t feculty comnittee for review., And, I'm afraid that if the grievant, at the
end at this long and horrendous process yoes to a government agency, she will be told
that she has pane beyond a “reasonanble time limie" for 21ling. The contract was made
between the ".niun and the Hoard of Migher kducation; the government agencies do not
have *o . hange the.r rules, The alternative, then, is to file directly with a govern-
ment agensy, 1t this nappens, the non-discrimination clause in the contract means
nothitiy,

ne more wutd shoul! be sail concerning grievance procedures. They can ke
hazarduus, involved, ajgravating, and perhaps misnandled. Nobody's perfect, inc.udirgy
your uf . The Llout tndt Ls inhegent in the qrievance procedure really depends on
the militan v ot your local anit, -‘ases that 3o well in grievance procedures are ones
tHAt have to to withn narges of lack of Jue process, salary disputes, and evaluation
proeduges.  Anythang that borders on *he esoteric really needs another procedure,
Ly detinition,

fhete 13 a4 paestion in My mind as to whether unions van really bring about major
benefits * o wtien, “niuny are phtlosopriically clogse to the ground: benefits for the
jeneral mectwtali; te Cessarily come first, 1 juestion their ability by virtue of what
trey ate o e’ w .men inta poly cyemaking josition in colleges and universitics., It's
bl owwil it gart v get the women out Of the bottom ranks through the usual 1¢:raiques,
Dut They wiol o not et thede same wolen 1nto the top administrative levels that dictate
pule y frem ele v You cannst Tictate policy from the bottom and unless we can
2 laede gy oLl%y Anput 8t Che adminastrative level, we women are ultimately neutralized,
At 1 ity tagter Level tertaps, tut still neutralized, Although our union news-
taivr w*ill rund & lamn ol women every month, the standing committee on women has
Wt gt el cir g WL es! 4 Lewn get up on leadership for women on or curriculum.
Wee a8 0 * mage 0 o,

YW ttingd teoet wgnen an ant have ione 1s, first, gain greater recognition in
thelr L oals 6l e und, formm owemen®s Caucuses to apply pressure to the union. At
M, We v s Ween's J3.0a8, whlh nas its own charter and its own funding. It has
teen Su. eesf ., 0 eatar lishing 2 Wumen's center for the University, samething the
St gl e ro T 4a alse f1ling a4 lass action sult in behalf of CUNY women,
UM’ iy Crer Uy 0wyt never o, 1t undacts day-long conferences and keeps in

Lo tou " Wit W men WL tave umpiaints, It 1s also running a placement service
and trving toromore Tore toto tor womer,,  What it lacks, unfortunately, 1s the legal

S A O L L B L UM ““is, | have to say tnat unions now present the best
el ¢t B LI L
¢
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WOMEN IN A CORKER

Prances Barasch
Baruch College, CUNY

he wcmefi'e atruggle fOr recognition and improved status at The City University
of Yew Tork {(CUNY) 18 integral to any study of unionism in Americsn higher education,
for TUNY was not only one of the first major universities to elect collective bargsine
thd representation, but the largest, and the number of women affected, although less
tran 308 of the CUNY faculty, was nevettheless, significantly greater than the nunbers
of women employed in universitics elsewhere in the countfy, A series of articles
called “Nomen i1n & Cotner,” published betwren Septerber 1971 and April 1972 in the
united Pederation of College Teachers (UPCT) Action, the monthly newspaper of the
collective bargaining representative for Untt 11 (lecturers and adjunces), documented
ere otfures of women in the unicn to strengthen the organization and their cCause.

s column series, originally proposed by UPCT leaders as & method of Fecruiting
new BERZors LAto the union, an organization then dominated by men but with a large
fermalo mmberslap potential, coincided with the strugdle for supremacy Letween two
J.tfarent agents at CUNY: the Legislative Conference (1£) and the UFCT. Until Apeil
of 1172, the 1nstructional staff was divaded into two units with separate contracts
annd di ffermne reptesentatives: professcrs, administrators, libratians, laboratory
techni. tand, and others were represented by the 1.C in tnit I, whaile noneranking
memiera of the University were represented ah Unit 11 by the UPCT. These twd unions
merged as the Profossional sStaff Jongress (£5C) afser the UPCT, strengthened by
gsievance vi-tories, a umity platform, and growing popularity, petitioned for a new
representation eloction, thereby jeopardizing the enistence of the 1€, which had
vripinally prepused the establishment of two units and continued to argue that lectur=
€rn 43d rut have the 8ame interests in the University as did professors, librarians,
and utners ia nit 1. As many of CUNY's women were lecturers, the LC pOSition was
untenab le tu *hem a6 well as to walen LR senlor ranks,

! was officially a memrer uf Unit I, although my sympathies were with Unit I
te:ause 1t Lacluded & NIGh perventage of CUNY's woren, 1 felt Unit 1l people who,
1% fa.r, jotf.sred the same work that § did, needed the kind of suppore 1 could give
e the tolative saloty of tonure and rank, I agreed, therefore, to write the column,
t) attga t wurmen to the unicn, and to enpose myself, as it was anticipated, to antie
uRIOn 8. tiOn LN the way of subtle professional estopment, But ! demanded conditionss
that 1 wuuld Rave & vaice 1n unijon policies concerning wamen, that the messages 3
peantet for wusen would be sufported by the union, that new merlers attracted hy
the feminis® . -~lumn would not be rocruited merely for their dues, and that thelr
sontrs e femanis would te conaiiered and, as far as possible, heeded., The last con=-
11%n was Thaz ! would nat he expertet to withdraw from rembership tin the LT, nor
frae *%0 [.. Tasu Porce an Wonen, 4 corpmittee on which 1 later served.

the ..l.mr Leyst. In iejtemter 197] with a report from liew York City Council-
w4 &fs. reitser b ner efforts to secure coemitments from CU%Y's Chancellor to
i1mprove *he s*atus of wueen 1n the Ynaversitv, My first columns,? publtuhed in the
wirtar of L3751, impiy a%tlv Lalleyd for faculty untty on the issue of affirmative
& tiunt (ater lumrs sujtettel thoe oRvept of merder betweon the rival unsens by
afomifeg *RA® unl®y diretdy existed among Unit 3 and Unit 1! women., Ultimately, owing
o tre effvrty Ut irited wearen as cinionilsts and feainints, UPCT and 1C leaders agreed
) meg je.%®  wWhen °he 2erjef took fla‘e, women who had been active . the UFCT

® ‘Neen (n & . orrer,” VBT et iv (o, sbe,, 1970,
*®  Symer 19 8 trer,” UPTT deri e (May S, 1972Y,
The uwlre aprear &t the end of s artirle.
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LOpICSONtALiON Campaign and I women tooRk executive posts with the new PSC; the
“Women Ln & Corner” feature was transferred from A.2{on to the merged publication
$5C larium,

The effectivensss of the "wWumen in a Corner” series went beyond unionism and the
merger itself., One reader used the columns as discussiun material in an anthropolony
course: othere joined the CUNY Waren's Coalition, an independent women's organization
ufilting women's committeer on sixteen separate campuses of the University, as a result
of publicity in the column., The column also cammunicated problems and violations te
the CUNY administration who were 128 wost pious readers; sofe prodblens were resolved
within twenty-four hours after the newspaper was issusd.

The & Task Force on Women was alsc an important force for women'®s rights., It
was headed by Anna Babey-Hrooke of Brooklyn College, the dodmother of the CUNY women's
Soverant. FProfessor Babey-Brooke instituted the first woman's action againat the
University ard although she herself 1s still in litigation, rany others have benefited
from her coursige and research. The (i Task Porce met monthly with the Chancellor of
the University or his desjqnes to dis;uss lgaal and morsl means, for teproving the
status of women at the University. This cormittee negotiated persuasively for the
eutablishment >f adequate a) repragentative affirmative action comittees, for
promotion reviews, for a maternity-paternity leave by law (which the University sube
ssquantiy publicized a8 109 own zontract projosall, and for settlement of wumen's
complaints whi-h were long overdue,

The I Task Por.e and the UFCT column on women reated an atropshere at CUNY
whi.h resulted 10 the egtablishment in December 1971 of the CUMY Women's Coalition
(7w}, led by lLilia Melant of Brooklvn College, Thereafter, pressures mounted by
W, the W weewn, and the volumn lead to hirings, promotions, and administrative
appointments of wumen tn rumbsars which, alehough srall, had never before been counted
at JUNY. Through the womn's affirmative a-tion eofforts, many wormen and minority
group venlers who failed to e reappointed or tenured won appeals, union complaints,
UT yrievan.es whi:h ia-lited chatqes of sffimative action violation.

The :olumn was -ontinued for several months in the following academic year by
By successur, 3 =an wha had assisted me on the “'upion, WO continues to function
actively. Most gte-ently, 1t has bhrought & -omplaint against the University into
fedatral court and 13 asuing an estimated 40 million dollars in back pay and darages
for i1ts .ons?itueats. Two Jf 1tg active members have been re-elected 2o the PSC
exe Mt ive hodr] where they monitar union yolicy as woll as a sinority team can, CWe
woren have o (11u%:.n8 adou’ Righer education unionigm, They are avare that, in the
abser’e 't ftemirist involvesent, the 30, like any other academic establishment,
ccult easily neqglo-* the t14%ts and intefents of members in the lower ranks where 3o
aany wrtn ste oncertfgted,  JConscicusness of the need for wamen®s involvesent in
decistonr affe *ing their professional lives has been established in New york, 1t
renains for snivernity women &°ross the country to fecogni2e the value of collective
barjaining i1n eataclishing egual pay and equal status in highet education. Socsal
and logsl ragnts in ali areas of woren'’s lives must surely follow.
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OMEN IN A CORNER
Aot {on /November « December, 1971

The de facto discrimination ajainst CUNY women has been conceded at last by
Chanvellior Fibbes. 1In & statement to the Board of Higher Education at its Cctober
6th mesting, the Chanvellor described CUNY women as "victims of discrimination” and
utyed “proupt aftirmative action® on the part of the university. An esrlier report
Ly the Chanvellor to the University Paculty Senate made clear that iaplementation
wiuld Lhe the resgonsibility of the collvges,

The Juidelines and statistical data for the affirmative action demarded by the
Chancellaor will be se? by the CUNY Cummittee for Affirmative Acticn, ccordinated by
Pranx tegtun and comprised of college presidents, among them CUNY's sinjle woman
ptesident, Viie-chan.ellor Newton has been asked to give the prablem highest priority
&) “al. witn authority® have the Chancellor's imperative %0 com] .y with the new
sininiatgative jolivy, .

M ot tot Inteénded” ’ ‘ ' ¢ ) e

Just how far the Crancel oy * new policy will g0 to improve the status of women
ih the URiveEsity Ferasas to be sesn, Compliince .a in the hands of “"all with
duthurity,” but these authorit:es are the sane mer who ptacticed discrimination in
the fa3t, The ‘han-allor helieves that "such discriwination was not intended or was
rot a lejiterate ulicy 2f the University,”

fo vffaet tho unintentional Jiscriminatory acts of the authorities, the Chancellos
planas o sppoint “a cemitter Of women who ..4ve been active in the field of sex dis-
Jssimination,” The committes will be charged with the task of identifying “defects in
pegssnnel ptocedures® and suygesting methods of recruitment, It will not bhe charged
with Jeveiolitad & pfoaram of ge-edu. ation of ali sembers of the University comsunity.
the han.eil>r nes :oyly assumed that therfe 18 no prejudice to identify and overcame,

it 5 & nietae 2o tolieve that 1nYustite to wumen can be eraszea by nhew proce~
Jutea, Thage 1s Ruthiny weony with prevent procedutes -- if okjectively employed.
what 19 wEing 19 the lax Of oblectivity, not the procedure, not the methcd. Prejudice,
cahined with & wtrony geluctan.e among men to give up territory so long held as their
en-lusive grunt, (8 the jrulien,

skepti-al Reavtion

The rea.*1 n amon ) su@e UNY wormen to the Chancellor's statement which ignored
tro jFotlem 5f jreiulile 1s skefticis™, A coffespondent weites: "Women faculty
gZerlots it oall. .ollege of the vity University are offended at every turn by the lack
6l top AlBIniIetEAtive supjort... TO Mmake matters worse, the Central Administration is
futting pressuste n varivus Jnits of the University to uphold an affirmative action
prugtan designed to ajyraldeo the status of women -- & program which they themselvas
blatantly aluae.” A .oy of the ctuber, 1971 list of the Central Staff of the
han . eilur'a f£f: e wan en.lusel -= the sost highly paid members of the syatem, those
Jhacged «ith sarting pulicy acd priorities. Not & 9ingle wonan is on the list.

~OVeLa, v mwl ,itegviewed Lelieved trat wonen's gpights would continue to be
tainet iy enr ot ndivt tual Comg laints and grievances, One worman compared the
e joll b Wit Ma y's "o less”® jrumotional program: “Only tho customer who catchas
Ma.y's juets tre frice fefy ti1on,” sho exjlained,

Years ~f last ialary

At & trureveost U%( .ni%, 8 wotan with twenty years' service as assistant pro-
fosneg saxed o3t T1i5% ) o woull mean to her 1f she wege clevated by only orne rank,
Mer i tes lo; Mt w.th o-jus. “Fedentiala spent an average of five years in rank
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Letween prumotivns, Het “equals”™ hHave been full professces for many years., An
4880 tatesnip ow would LTiIng her neither “equality” nor compensatiun for the years
of salary loss.

Another assi1steant grofessor, Ph,D,, has spent eleven years ae instructor and
asvistant 4t a two-year <ollege. A male colleague, M.A. (no publications), moved to
full 1n five yeazs. Revently awarded the decssion in a& Human Hights complaint, she
19 stull waiting for ioplementation of the decision. Her corment on the Chancellor's
potasy statemunt: "lf the -‘hancellor didn't tention my name specifically, By chaysman
will 3oy i1t dgosn't apply to me,”

the chancellus's policy statement and his plan for implementation without ree-
edu-ation s, to same TUNY women, & Gteei gift, Others expressed the hope that on the
chancellar's .ummsttes of Women there will be many who just don't like Arpege.

WHEN I% A CORNER
dvion Apral 11, 1972

8 IOUSEMOTHERS AND UNCLE TOMS

Affirnative A tiun Jommittees finally shaping up on most CUNY canpuses show a
strange assurtoent of “representative” spokesmen and spokeswomen on committee lists
ve ttadivibadle wit [luaeked e%rnic tdentities, women with poor feminist records, and
tla.aa ant Ttailang with no &ctivis® experience, Many committees, it appears, will
be i wasn St tL"al Whnovence of the laws, guidelines, and moral i1ssues. We can
onj@. ¢ their jreliminary jroposals 20 be modest and unacceptable unless campus pressure
dT2upn ihdldt On ENJWIRG who orditles Denlers are, insist on consulting with them,
an-d IR9IN% LA jetting jruoyress reports which are now being denied,

thearitg the end of the tirst acadermic year of the Chancellor's affirmative action
§oediy, wolieh Ray tase 4tuck of thellf Jains,

¢ ‘wu full jtuterasOIShips went RO wuten at NYCUC and one deanship, a slight
i rovetient Jver gtast psactives,

¢ e prometians 119 of BMUYC was about equally divided between men and women)
W) Yun . 0r deandhip s went to wirten,

S At L, twu wumen in the sane lejartment are grisving for promotion.

¢ ¥ingstuluui®'s new jresident profises to consider soriously promotions for
wi3on 1nstre "2otu,.

¢ At Bag..l, two wutien were protwted 1n Januaty: two senior faculty wofen will
1etiye in Jure. 8fLiITative astion, 2Ero,

¢ The Hp-axlyn “ullege Faulty “ornate denied an honurary degree to Eraruel Cellass
N §ruteat againgt 9 anti-feminist statements to the press. Also at BC, Trudy
Fatgor who lus’ ner jpusition while on maternity leave has been reinstated full-time
and wiil{ nave ®enuare next year as a resilt of UFCT grievance en route to arbitration,
Fhailusopler SNaretes Faar, who o8t & 3tep 1 grievence uver technical violations, won
at .vep Il afeer fisirimiraticn charges were added to her complaint.

¢ in e ine L j.uge Fhysical B lucation Department, three wemen who were fired
8 % -tal of w13t men in the (Aot few gemesters have been reinstated, Their chairman
hav §she note ord we%n 2heo statement: “Men can teach archery to female students
tettrr % 8t o S 82,7

(L~N
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® Yice Chancellor Newton 18 now screening all discrimination grievances befose
they are heard on Step !. The procedure 18 being questioned as a possible ontract
violati1on. wWomen are advised, meanwhile, tO cORsult women's grievance counselors
bafose f1ling complaints. ‘

WOMEN 1N A CORNER
Olapion, may 5, 1972

tn antizipation of the UFLT=1C merger, the women of the Professional Staff Con-
gtess agteed informally to empand the 1i Women's Task Porce to include UFCT mesbers
as soun &8 the Zerger beceme official,

Within Jays after the mefyer, women in the professerial and the lecturers’
titles held their scheduled joint meeting to draft contract demands for the negoti-
ating tean of the new organization,

" ndaled by Anna Babey-BrooKe, the’women's tomdittee welcdmed (hto fts membeérsiip®
Evelyn Legner, one of two vice-presidents £or Two-Year Colleges in the PSC. The
cemmitten heard Mrs, Lerner's proposals. for the improvement of the terms of employment
in the lLecturers’ cank to which the majority of CUNY faculty women are assigned.

Mrs. Lesner demanded that lecturers with the CCE be appointed to the rank of Assistant
Professor before outaiders with equivalent ctedentials are considered for new lines
in that rank.

The establistmont of equivalencies for all academic degrees and ranks are among
twenty demands the women will make fof inclusion in the new PSC-BHE contract. Also
amonyg the Jemands ISC women will make 13 & maternity-paternity clause, guaranteeing
uf.tenured parents the right to feturn to work after leaves, All new parents may
take a leave 1f they request 1%, the clause will read. Twelve weeks with pay are
provaded, and up to a vear's leave with three months pay are part of the benefits
outlined if the new clause, Also included 18 the extension of health benefits to
either parent of both parents reqgagdliess of marital status,

In xeeping witl its policy to support atfirmative action for women, the Task
Porce will also demand a contzact clause requiring the establishment of a central
office for recfuitsment and & rule that any depagtment which is all male or which
practites “toxenism® be requifed to make efforts to recruit women before additional
men nay Le apfointed ro that departrent,

,ther alditicns to the contract that women want include the citation of: discrime
1nation laws in the preantle, a delineation of grievance procedures in human rights
cases, a definition for “incompetence,” and the e'imination of PeB security.

The P5C women’s Task Fofce espects other women and Minority groups to 3ain its
demand for contract prutection o insufe equitable treatment for all members of the
instzuctiona: staff.
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SOME GAINS: MORE GRO!ND TO COVER®

Arlene J, Crewxison
Mayfair College
Chicago City College System

In September of 19¢4, 1 was given a maternity leave by the Chicago City College
system and [ resumed work in September of 1970, 1 was presented at this time with a
seniority list which indicated my starting date had been changed frca Septamber 1964
to September 1966. This was the sscond problem resulting from taking a maternity

the firsz Jifficulty had been my discovery that although ! had been insured by
the tollege, ! was not covered for childbirth, When 1 was eight months preygnant, I
was told that this always had been the policy for maternity leaves. The contract
between the union and the board indicated that seniority was not lost in any other
!eave axcept uheg a teaipor gave birth to a ?‘byt

« - - - - o -

! socn di1scovered how important my two years of lost seniority were. Course
asslinments, tearhing hours end qranting of sabbatical leaves are all determined by
sentortty. By jeptember of 1972, I really felt that 1 must do something concrete to
tight ehis diacrimination,,, 1f 1 was to continue to be of value as a teacher.

therefore, ! filed a grievance with The Cook County College Teacher's Union
following this meeting., When they failed to act, 1 also filed a complaint of discrime
tnation against my union and the Board with the Chicago PEPC on November 22, 1972,
The FEfx’ did -onduct an investiqation of this matter, and following an investigation
1t determined that there was in fact substantial evidence to support both of these
vharges, After a -onciliation conference before FEPC Commissioner Kemp in May, 1973,
proveedings before the PEFC were terminated,

Then in July of 197), The {'ook County Teacher's Union brought up my case against
the Boar:d for arbitration, After one arbitration session, my case was continued, and
te still has not been rescheduled for another hearing. Because no action had been
taken, ! filed this same charge of discrimination with the Chicago BEOC District
e¢fice on July 27, 1973, and with the Department of Health, Education and Welfare
utfice of 'ival Kights and Contract and Contract Compliance on September 19, 1373,
Action an my . age 13 still pending with both agencies.

Howevet, ! feel that ! have made some gains for women college teachers. Just
thie month, the Boatd of Trustees for the Chicago City Collegqges agreed for the first
time to extend ub tetrical insurance coverage to all employees. Yet, the {ssuye of
senivrity remains. The ity Colleges still do not permit accumuiation of zenlority
credit by tea hers on maternity leaves although seniority is still accumulated by
peraons on various cthet kinds of leaves, tncluding professional leave and sick leave.
This remaing rhe (ractice of the Chicayo City Colleges in spite of the fact that
Mr, J, 3tanley Pottinger, Director, Mfice for Civil Rights, HEW, sent a “"Memorandum
to vellege and University Presidents,™ on October 1, 1972, which states that “"Departe
moent of Latof quidelines provide that the conditions related to pregnancy leave,
t.9., salary, accrual of seniority and other benefits, reinstatement rights, etc.,
nust be 1n a-cordance with the eivployer's gensral leave policy.”

¢  The following letters were originally printed in the July 1974 {ssue of Concems,
the newsiotter of the Wumen's Caucus for the Modern Langquages.

<.
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Hete iy the stoury since fiy last writing. A month ago, about thirty women who
wotk ¢or the 'hi-ago i1ty Culleqges came together to form the Joint Women's Caucus.
The purpuse 3f this JAucus is 20 corfect the inequalities of women who work for the
0, A% that swetiny, *hay made vne of their first priorities the correction of the
dte -rimination that had been practiced ajainst me, Within two weeks after the meeting
and afrer my -ase had been jrblished in reports on each campus, the Board led by the
Shancellar sajreed to restore my seniority and the seniority of any tenured woman
fs.ulty memter whu had lust sentor.ty due to taking a maternity leave. This change
was subsedquently included tn our two-year cuntract with the board,

Howeuer, *he Buatd amd the Union signed the current agreement leaving in all
the uther discriminatory aspects of the maternity leave clause; for example, maternity
leave 18 the nly leave following which vou must pass a health examination, and
tatlure * pass *his examination cofstitutes grounds for temminating the faculty
mecder*s employment, (This is ot even tequested of anyone returning from sick leave.)
tn aldstion, 1t *he taculty member takes a two year leave, she no longer has the right
. . Pooghe 0¥ sue Lefr but rather 18 diven the first opening in her fleld reqardlelg of

CaMpus, AJain *his 18 the only leave vhete an additional yaox penalizes the faculty
marder in su'h 8 VdV.)

s while we have made some Jaing, we have yet more ground tO cover, However,
ahitad we hat pruven oug strength, and ! believe that we will continue to do so.

O
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THE THREE R'S;
Reminiscences, keflections and Reservations
Abgut wu:men and Paculty Unions

Basbara Taylor Desmarais
University of Azrkansas/Fayetteville

Over the past five years I have had scme curious and motley experiencus with
faculety unions, oz, more accurately, with faculty ettempts to unionise. To indicate
suceincely just how odd these contracts have been, I might simply menticn that the
two sponsaoring unions with which we worked were the Teamsters and the National
Education Association.

TO make things more complicated, cur group was working toward collective bargain-
ing in the absence of enabling legislation. Until such legislation is passed e~
which may not occur until a year or two frum now -~ it will still be illegal for
university professors in Wisconolin to bargain collectively, This also mcens that ne-
pudlic employess in Wisc msin may legally strike, Although police and firefighters'®
unicns have successfully pulled off strikes under the transparent quise of blue- or
red-flue epedemics, and some public schoolteachers have also used strike techniques
successfully, the expexience of the Hortonville (Wisconain) Education Association last
spring has daspened enthisiasm considerably. .ln that case (which has received national
publicicyl, all seriking faculty members wvere fired by the Board of Education -~ an
action which has been upheld by the courts,

Nevertheless, the need for faculty unions and routine collective bargaining has
becowe increasingly urgent in recent years, as mpore and more faculty members are
coming to realize, And for faculty women, particularly, unionization may provide an
additional source of help tn the stiuggle to redress a number of long-standing and
traditional grievances,

Cre of tne preplems tn convincing faculty -- male or female ~= to organize is
that we have persisted over the vears in considering ourselves “professicnals” as
opposed to “workers," lgnoring the powerful quasi-union structures of other proles-
sions, such as the Bar and the AMA, as woll as the fact that administrators, boards
of regents and trustees, and leyislators have always treated us as employees rather
than professionals, we hats ken content with working politely through sucn ineffectual
organizations as the AAUP, 1In a seller’s market, AAUP censure of an institution of
Righer education may once have been meaningful; today no one {8 going to refuse the
one job proferred tn response to 100 letters of application, simply because the insti-
tution 18 under AAU'P censure. AAUP tenure quidelines have similarly been reduced to
tckens 10 an a.ademic worl! where the lay-off of tenured faculty as a result of
“econcmic exiien ‘'y" 1s tn~reasingly coemonplace,

vther faculey uvrgantzstions, such as the Association of Wisconsin State Univer-
g1ty Paculties (AWSUP1, renamed The Association of Univerasity of Wisconsin Paculties
(TAUWP! after rerger las®t yeir, have been almost equally powerless and certainly
unpreyared finan-tally to take on significant lawsuits sterming f:m faculty griev-
anies OF to suffurt members in case of a strike, They may lobby, and develop a
valuable network «~f contasts within and outside of the university, but they cannot
yot 30 much beyond “tawboring,®

As a resalt of 4 breakdown of faculty-administration communications, problems
within the Jdepar*ment ant gencral feeling of powerlessness, a number of merbers of
the English Department at the Universtity of Wisconsin - Whitewater decided tn 1969«
1970 2o explore the possibility of unionizing, A few members of other departments
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13L..n8 Br shuwed 1nceres? 3n the group whe ~ then sought advice and support from area
uBnlm Losie. Une f the laryest su.h groaps was Local 979 of the Teamsters Union,
heabhpisttored 1o Janesville, Wis-onsin, a City twenty miles away from the University.

The .a. fetary=-Treasurer of the Local perceived that the faculty members might not
only ah! tu *he nurlers of his patticular Local but might tnitiate a national trend
o= 3 new duur- e f remhership for the tnternational Brotherhood {sic!] of Teamsters.
He therefute ftetod 9 nunevoting, temporary merbership in loval 579 for the small
sum o8 31, ant advi.e and assistane in torming our own, independent, local.

the te4.l%s wote a nurher of remarkable newsletwuers (foundly dubbed “Horse News®),
soclerahip s is f.1 all those interested, and the enlightening knowledge that "real”
foariters wore * 2¢ail baftied *0 loarn that any dgroup of workers could operate
wih.ou' & e rtiable setracc, ealary e ale or other union benefits., In short, our
worning a.ti*1.ne cntirmed their jer oftion that colleye professurs are & bunch of
R oerrg, gt F Sy, h oWt *he teal worll,

caratyl it @ttt ot Lint rrmaty 2gal § Leketing, encountered hassles over. the
Piatritaty 6 ! tewsietters (e aniversity refused to let us use campus maill and
A*trs ted telyrively tew new momiers,  Fven 1f large nurbers of faculty had teen ready
* o, anl e, *hey were ot aboat tu allv themselves with truckdrivers and warehousemen,
‘it teuny Lal1sA" rematteed Phe mator stumbling bLlock, and Teansters? WwWelll The very
Fle.wjh®! serhapoe s € nioe reate tal-le union?

Tt A e Wit *te Veansters was, nesdless to say, shorte-lived, A new Secre~
PAE/elteduater 15 Pl gt i0-4L helted hasten the demise, along with dwindling
Lt %ere e, cee g4 a0 *te it Lepatepent and the university, and the fact that
Jenerg, ot Pe Mefe . 4L P11 ulty Teamsters moved un to other gchools, having been
te et Cercire,

Larang e ters ! 2 enraagiast, the role of the women rerbers was particularly
ihtwtee Pt g, Aorer 131 =, 0 of Ple tetioas andt mental work while men jostled each
et sne e tLiprt noels tiattorms and in the press. Women wero dependable
S Eeter ., L omet Tes wedir 1 thelr "Uriun® ergeys with Local 979 on the Lack, and,
taliewn 0 p v %, "M e T oker” 3 rous the hest, A reporter for The New York
et v oqw part, Liar Y, %% i jr..P.sirap hing one woman whogse jersey was, in the

Lo sl wered slar, Twell fiilele e

Tiere @n. 80 81%: e in TP Tiwg g, apother in A national newsmagazine, and &
IR L A S S el 0 ante, cite e for our scraphooks., Little {f anything
@r. ver aatt w0 e Ty 74 1ole in atiressing the spectal problems of women,
Tt g L0 ety 45 .e® * o oegriv fop *he sweonl wave of feminism to have had an effect;
Certaps C L tre teile foess Telstedl *u the traditional absence of women fram the

[T AL PO Y R N T B T & S9N

et dwer, e Ceam empta ap !t i3 vow out~dated, and in light of that Union's
Per w1t a4 PLui® e 3w goe enw fapmengacrs, { tete] to feel more relief than reqret.

G Ltrer bt ta,L. 5 Lt g morw serious atterpt at faculry orqanizing vas

Tale 1 Y o g (SN f,o4%. e A4s - 1% £, 1N Contunction with {tyg parent gqroup,
LTI A ) St re s empes 4 ame fro oatni de our partivular university rather
Yoy o ot L ot e 3 s £t oo wae obviously one more likely to galn
ty o [ 3

ot e 1 S v gt s o glf ceata, some remarkalle changes had alse ouvcurred
Lroewpm ot L et G geres, 4 f wemen, It may be cynt tal to attribute
LT 4 gt e e L wte. e 8 fuleryl Daes ant regalations rather than to qoodwill
B0 e It et geteer e, 1,0 % Leemy L oeel that the apg lications of Executive Order
see b Tt e T sea ey A e b g wrended by the Egual beployment
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fpiottufity At of 1972, the Equal Pay Act of 1961 as amended by the Education
Amanizents of 1972, amt Title IX of the Higher Education Act of 1972 to unions may
have had thetr effe * in the badkqround,

NEA has tralirtonally been less militant than 1ts longetime tival the APT,
wht.h, unliee 4YFA, 19 affiliated with AFLacio, 1t 18, huwevng, strohqg in butbers
ar:d has e ume mote vocal and more agqressive in recent vears., one of its latest
frotets has teen tu utyanie 1n {neiitutions of higher education, Wisconsin wasp
app atently cne of the mainr target stites last vear.

Wa Rad jengPhy visits froe members of the Washinaten, U.C.hased staff as well
a8 ‘v statewide arranizera, wemen, n particalar, were solicited to toin., The
CEIIRILOTd D! 5ot * *ne Freay lent L f the Wisconsin Fducation Assoriation who
was -e at is cc 3 it wan, MY rang thels buses of pamphlets wore soveral
tealing wi1°n e rmative A ¢ ar! vexiam tn the schools. The oryant 2ers seemed
Aty celwric eqjer % ply 0 wuten 1t highlv visible posttions on local organizing
Rt ters gl oy, bue  tareadyte Wy ter Ple AP lae Comrittee, (D geceived a request
1ie® yesterley * acrve an *hat egnttee *his yeal: apfatently the NEA has yet to
418 overr thal ("ye lett the sre,)

nodever sl WPPuees, woren were may r for ces on the organizing committors, We
sttentel mmetingd, wete willing to f1st:ilute e rusting materials, to keep fileo and
fir aiE Pagpegle oo tibhg PR3 MmNy f the Pon were, Raturally, too busy to take on,

fn vet ., we eote (r.0t3ed YNRA Sa3gc2t 1 wut effarts to prorote afftrmative

40011 U1 w fern: we were shuet *le 80003 ong fertaining to wemen tn collective bare
1310 spverert s diteply ot effe ¢ in fher 4fstens; we were promised help from the
SEA-tT L Litet L, ene boaned 1 f L 150g went to court; in shart, the union seened
CRE LTI SR STY S L TS AL noeiva ie wav, An" their offor wags attra-tive.
Weetriey, e gl dtoels st Uty 1ower are all regour ces that woren have jitifully
Lieoie & ean o, wf cere wae 40 o2 1a-.124t1 1 *hat was only to eager to let us take
IS GEEYEN ¥ 30N

Tree te A frarnd 0 g, oy W v 4 M mlel of Meetingn where women's 1SS8Ues
B te w1 D wrrer i, and which I found to be of malor importance,
w3 e g tleren o ot tre glttian Of Labor Union Women (CLifd) held lase
T Lhe L N, Tt gt 0 getler wotmen fram all over the country and from
S P I T FEPRTE T T A O R XS D 118 | Meatia kera, the “omeunicationg Workers, the
Pri®ot Voremg cerra, *oe it lower, fre heet Metal wWorkegs, the Internationatl
TALien arment W rRerg, t e A0 woteers st *ne Azerioan Federation of State, County,
Wt M e Tl weed, 0 s sare y trw, There were also 3 handful of memhers of AFT
AP ! e ftewer ft % g le s+ N*erdlintars a1 e all the reat seemed to be affilisted
wit A -

¥ 0 D learrtet g0 e o feger e -e 4t 3ne Ll ] have guesged -- wag that woren
$pe0 @il ettt emgl o omgrority gr e *oral snion rephershiy acrose the nation: that
Fo 3° w O @ 2Ber g1 v par Pedr g ) that wemen ste syatematically ex claded from
el e Lt T rae, sl g Traer gte o loted from o other sources of prower in
Arer  #0 a Latw, W s g le, Do lesrne! that unton women were eager to reach
T toeir ot garare! diaters et o work toqether to Jain strength and jower in
trelr . ors 4t zeraefien oo al, woren in thelr flaces of employment, Tae issues
Who Toempae ra sl a0 ftw el garaliele! thoae which feripntats had heen 18 ‘ussing
MV he 1 Letelusrato ) I cup N, Ot itedRerat §latformy, §* rrofesnsional weetinis and
TRE a2t e me s it tte paat two or *hree years, And for the firse rime 1n many
W the L et retean i Tttt g e go@en's mavement would oot yemain, ard indeed
[ d

T L S T e t s, ateatve nvinced merdiers of the olu-ated myddle-class.,

gﬁ
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There 18 a lot that we as woman Bembers of the MIA share with women in factcries
and businessea a.ross the nation, Many of the issues that we need to work on are
obvicus ones: as ocbvious aa egual pay for equal worki) equal fringe benefits; access
to positizng of responsibility and high pay, access to training proyramsi day-care
facilities in our places of employment; split or partetime positions with equitable
Fay: enlightened maternity and child-care leave tmlicies) nonesexist career counsel~
lingy health care; acvess to syual employment opportunities, We need to work toyether
to change cutsmoded sterectypical attitudea about the nature and “place” of women in
oug soutety, Wany of thase guals can be wothed toward through the process of collece
tive barqainingy,

Does all of this mean, however, that faculty women should imsediately “qo down
and Join he union® as a pupnilar labor song once put 1t?

Eventually, ! think, yes, But with a numter of groups nuv vying to orqanize
univessity fa-ulties, it seems to me prudent, for women especially, to pick and choose.
We can sssume that the uniuns will k2 glad to have us (after all, it will look geod
Un hmit AR LIy L@ A LIun Tepurlal, *hut ‘we shoulid alec ehouse the yroup what can do o
the most tor us, 17 may seem 'yni-al to speak of "using” the unions, but they have
no scrapler abeut 181y us, an My enperience and that of a number of other women will
attese, What we need to 4u 18 o batgain with the unisne, Just as the unions will
aventually nelp us tc bargain with our colleges and univernities, We need firm
AL TRORT s kst what they will da fopr us ap women and rorcrete details sbout how
they will Jer *hese *asks done, We must also ensure that we will have a loud and
rlesr vot:e 1n determining the poli-ies, directions, and activities of cur unilens,
SJhce we 1uln, We -annot be thetr “tuokens,” If they wart us, the unions will have to
recipro.ate by tein) rosjonaible to us, In the unions, as elsewhere, wo must insist
an maming julicy, and leave the v?fee-making to the men for & change,

P.
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APPRYDI MY RIS VASTY AND FURTHER HEFERENCES

THE TRADE UNION MOVEMENT 1N AMERICAN HIGHER EDUCATION

.00 A8 0f the sprint of 1973, 3104 institutions were bargaining collectively in
40% units with representatives of their faculty, The most successful faculty Largain-
iny ajqent, the Nati.nal Education Associatiun {NEA), represented professors and none
teaching protessionals at 16 foureyvar colleqes and universities and 92 two-year
schaie, The -allege tivisiun of the APL-C10 educational affiliate, the Arerican
Pederation uf Tea hers (AFT), had won rights to represent academics at 60 fnstitutions
114 tour-vear and 41 twaeyear), The unions at two massive multi-~campus institutions,
*he "1ty "niversity of New York and the tate University of New York, are affiliated
with Loth theg NEA arel the AFT, These two tnstitutions include 46 separate campus units,
'srd 'hﬂlt uni e tir;axn tor .lcse to e, unu taculty. non-teachlnq.pxofess:onals and
ather s atem” «<raff, " And *he *ladx!sunal faculty’ pxo!esslona! association, the
Aset: an Assoiatl on of University Professors {AAUP), had plunged, too, though with
moge thar & litPle relurtance, 1nto the world of collective bargaining, serving as
ajert fur moare *ren 11,00 s ademics at {7 universities and four-year colleges, and
at *hteve  afuni®y ollegen,  wet ¥ per cent of the barqaining units are in public
INEY LY 4P A, t the 2% p2ivate schools now involved with collecrive bargaining, 12
ste overed by the AAUF." (p, W)

"ees The fatate Lf fa.-ulty unlonism 1S far from certain, Most of higher education
19 na? yer orjanizel, The resear h-oriented cector, even in public universities, has
Phas Far fengetel in orjuratish into a unionized gystem., From ohe pergpective, the
$39* & ateni vear was an unenpe.tedly slow one for academic unions: despite the
arn - od plans f *ne NEA AR APT to concontrate on four-year colleges and universie
tieg, and the tormal entty ot AAUP 1nto the fray, only eleven four-year institutions
vered 1o fare ¢ olle vive tardaining, 0 the other hard, our studies indicate
shar aver the (a3t *welve months there has been an exceptional amount of quiet organi~-
2a%t :0.31 jrawt:, eveon 3t well-eutablished universtities, which is likely to manifest
12seif in toremal rarjaining elections in the years ahead,

" re Jf *he most strining recent levelopments 15 & blurring of differences that
rave 4eparatet *re ehree main targaining contenlers., Until 1972, the AAUP resisted
*re notl o *ha* ¢ tegsemblod & trade union, that it should engaqe in strikes or collec~
LERLIE S T E FE RSN it e 1te ineptioh tn 1915, 1t has been the great professional gquild
any haa teen o .pied with institutionalizing academic "due process.” At the other
gute, hiseary sliv, was leen the APT, foumled i1n 1916 ag an affiliate of the American
FPedora®ion ¢ :st-r, ¥§rom fle reginting, 1t was avowedly a union, insisting on equate
ing *he tes "e1s’ w1°ua%ln with that of manual workers. Por most of its history
the kA, formet 1o 14S°, was an assoriation of primary and secondary school teachers.
iy 1 *he 14 e 111 10 xmeve beyont its old base i1n teachers’ colleges and evolve
15 8 tull-t,elyel *esa hers’ union, Sow, however, policy di1fferences soparating the
riliated f ve *Riee natlonal Jroups are striking by their absence., Although the
SNEA Rsd Irawe. on fafe  ansorvstive *ea hero at all levess of education, economic and
Fol1%1 4l 1z matan es fLave led 1t to follow much the same line of action and program
85 -4 AP, ARt *he AAUT ' g5 alseos taken :n all the characteriatics of a union in
Tt 1t ] Sty ns,  The jressutedt ¢Hwitl comfon behavior Are apparent in contested
Gle 2 g, wer e t1fferent grougs finl 1t necessary to assure the faculty electorate
thiat *hey 1 §. everyehing *heir rivals -laim to do, except they can 4o 1t better.
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*With many -ues*ions still unanswered, one fact seems clear: that faculty
uniuniem will Le A atorm center in the years ahead, 50 long considered by profes-
S0f8 tou be tutally inappropriate to thetr interests and status, unionization will be
the tucus of majer Activity and conflict throughout the academic world. There will
be struggle between junior and sentor staff, In statewide systems there will also
Pe strugyle Letween the major centet and the lesser campuses. The mere presence of
ehese vonfli-ts, apar® from their resovlution, will have profound consequerces for
the tuture of Amsrican higher educatjon.” (p. 44)

~= from “Unjonizing the Professoriate,” Everett Carll Ladd,

Jr., and Seymour M, Lipset, t'kmge, Summer, 1973, pp. 38~
44, This article, alsc available as a Change Report.,

was Arawn fror. Ladd and Lipset's Profegevrd, lnione, and
dmepd o Kighep Bhoogtion, published by the Carnegie

“omminsion on Higher Education and distributed by McGraw-
Hill,
PR
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PUTTING PACULTY UNIONS BETWEEN COVERS

by Philip W, Semas

Professsrs, mime, i Higher Blucation,
by Everett Carll Lald, Jr., and Seymour
marein Lipset,

Carnsgie cosmission on Higher Lducatian,
Ldd pages, 81,75,

Yasulty 'nicve pul ol'entlve Rargatning,
b" ®. O, DMuryea, Robert S 'i‘io and
assccliates,

Josssy-Bass, 316 pages, 58,75,

vollestive Bamyaining o.mes 20 @mpus,
by Rcber? ¥, Carr and Daniel K, VanEychk,
Amsrican Council on Education, 314 paqges,
$9,

Gtice professsrs got jrvolved in collective bargaining, it was enly natural that
they would start analyszing it and writing books about it.

3eill, it s hard “elieve the cutpouring of literature on faculty uynionism
since 1t Lecame & ot iswue Ih higher education, Already, a half-dozen books have been
written on the subject, plus ‘ountlees monographs, bodoklets, and papers. Por profes=
stonal journals to include at least one article & year on the subject has becoms de
PLgucnr,

Jrqganizations a8 witely different as the American Political Science Assccistion
ard the National Astuciation of Student Dersonnel Administrators have held sessions on
faculty barqaining et their annusl conventions, Collective bargsining is also &
favorite Ropic for Ph,D, and Bd.D, dis’ .rtations.,

A lot of the material 3171y isn ¢ worth reading. Much of the rest ie technical
ard of interest cnly to those actually tnvolved in bargaining elections, negotiations,
or this adminietration of contracts, (The best of the technical material is contained
in two Bocke gt 3yt by the Institute of Continuing teqal Education at the University
of Michijan under the editorship of Terence Tice.) Even more ia repetitious: students
of collective tarjaining geem to be especidlly gqood at restating the little that is
Rnuwh abuut the subtect,

The mair probles for wricefs in the field is that even those scholars who know
the mus? about faculty bargataing don't know very much, as they themselves will freely
afnit,  The rapil Jrowth and often surprising shifts in the faculty-unioniss movement
btee! hunility arorng those who try to study it. It's hard enough to chronicle the
Jrwath of faulty DArgaining =- who's bheen elected a dargaining agent where, wvhat's
10 the latese ‘ontra-ts == 2uch less talk intelligently about what effect it {e having
an sslaries, ‘lass site, teaching loads, governance, or faculty-studenteadministra~
tion relaticashiys,

ha
-
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Best Ruseatch frum Ladd, Lipset

The heat resesrch on what faculty members think about collective bargaining has
besn dune by two trtefatijable inquirers into the national faculty mind, Everett carll}
Ladd, Jr., and Seymcur Martin Lipsee,

In their study far the Carnegis cCommission, Ladd and Lipset rely heavi ly on the
resules of their »amoth 1969 survey of 60,000 professors and on a 19732 survey of
abzut 500, Thelr results may surprise those who think faculty bargaining s advocated
mainly by & few faculty hothesds, union orqanizers, and community=colleqge teachers.

In thae 1909 survey, 59 per cent of the faculty members rejected the propesition
that “-ollective Bargaining by faculty members has no place in & college or unfversity”
#rid 47 per ent gall there wore circumstances in which s faculty strike would be legite
imate. In the 1972 survey, faculty members were almost evanly split on unionisetion,
with 43 per -ent in javor and 44 per .ent opposed.

Bresuing lown thetr resalits, Ladd and Lipset tell us that the professors most
likaly o sugqort ~vlle tive darqgaining are those from less prestigicus colleges,
those with fewer s holarly a-hievements, those in the lower ranks, and the untenured
ahd younjer taulty members.

Altrouyn fatt and lipset make much of this, what is surprising is how much
U0 for vile.tive baryaining there is among higheachieving professors from top-
ranke:t aniversitias, In the 969 saevey, for example, ) per cent of the professors
frum top-ratel olleges, 4 per ent of those frem universities, and 54 per cent of
thuose with tenute thouyght *nefe was a place on campus for faculty bargaining,

Al*hough *heir sujfort is not as high as amwng their “leaser” colleagues, it i
surgriairg, espe-ially in light of vhe reiection of collective bargaining by the
tacil®ies of sy h jrestijious tnstituticns as Fordham, Hew York, and Michigan State
Ingverattios and *the University of Massachusetts ar Anhierst,

The exjlnsein 1s pratakly trat 1t's a lot easier for professcrs to support
wlie tive Parisining in the abatract than it is to vote for &4 union on their own

Campuses .

Anither ex)ianatian nay te that supporters of faculty unions also tend to be the
=eat literal  Yet, as ladd and Lipset gleo founrd, the top-rated professors tend to
te fre st Literal, Thus, as the authors say, the elite professors are pushed one
a7 Ly *heir 101t 4l liberslism and anoeher by their profesasional seatus,

wveys llge Latl an! Lipaet®s are useful tonls to have along the way, but, in
the eni, we won't nemd *tem, We'll know what faculty rembers think about collective
tariasning o -4.ce *Rov will “ave voted un 1t, Prum votes to date we slready know
that ulletive rarjsiring te ocqt popular at ommunity colleges and former state
tes her’s olielos, .8t 1t 1s legsr pojular at mator public and private universities,
tha* 1wl fs * ra . mi90 a4 Rutiers of Hawail to huck the trend, and that so far
auo T8 wlity haa Ir gpe? L olls tive bargaintng after having adopted it

What thowe ele Y1 bt tell ue =« and What Ladd and Lipset don't tell us,
oither -= 19 wrat offe v f3 ulty untonism will have on colledes. As nearly every
bouk or 8¢%y le o tte qiter b 1s quick to say, 1t 1S too early for answers on that
Bh mere 1Tj.rtant piest,on,

Ne: atrer re ent tocan *ry to make at least a atart at analyzing the issues and
the jussidbile afte *g ¢ 3 yuiey  lle *ive bargaining.

Y. U luryes and Boter® . Fisk had some of the most knowledgeable pecple in the
tissd ontgirite *5 e ton they elited, They have scholafs, such as Joseph W,
sagbaritu, Lunall . Woliett, ard Fenneth ¥, Mortimet; administyators like Donald
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Waltere and Neil 5. Buchlew; and union officisls like Devid L. Grahas ©f the
Mational Educetion Assuciation and Matthew W, Pinkin of the American Association of
University Professors (although, interestingly, no one fzam the militant American
Fedezation of Teachers), .

Becauss it has such gecple writing for it, the Pisk-Duryes book contains much
sealistic analysis. MNr, Gerberin, for example, points out that the mein reason for
the sudden growth of collective bargeining is thaet it only recently became legal for
professors %0 univnize, This may dieappoint those who would like & more Jrandiose
explanation,

3¢ course, as Mr, Garbarino seys, there ere underlying causes of faculty dis-
satisfacticn =~ "the cycle of boom and quasi~bust™ in enrollments and finances, the
depressed Job market, the shifting of power from faculties on individual campuses to
statevwide bureaucra’ies. But faculties ere turning to collective dbargeining, as
opposed to other resgcnses to these problems, beceuse they have recently been given
the right to unionide by & nunber of states (as well as by the National Labor Raolations
8oazd} .

The other attempt at & comprehensive look st collective bergeining ia the study
by Retiert i, Cars and Daniel K. VanByck, cammissioned by the American Council on
Educetion.

Carr end vantyck provide an abundance of facts and specifics. They seem to have
read all the contracts negotiated up until the time they wrote their bock, studied
all the court and labor<board decisions, examined all the election results, and intes-
viewed scores of pecpir. They write in an understandable style, reasonably free of
acedemesy, Their Look 18 3. 7 reporting.

They include a good suswary of ell the issues that colleges will face as they
qet more and more involved in collective bergeining == auch as deciding who belongs
i the bargaining unit, strikes, the effects of grievance procedures, and 8o on.

Yet the took ie marred by same %enusus philosophizing end questionable analyses
that agpear to have been influsnced by the authors' background,

The President Needs & Union

Both hasl from Sberlin College, which may by the most faculty-dominated institu~
2108 18 the countfy. At Cterlin 12's the president, not the faculty, that needs &
union. (Even 8o, the Sterlin faculty 4td petition for a bargaining election last
syring, when they thought the trustees might be getting too uppity. The union vas
rejected, 117 to 108,)

Beceuse of their backgtound, Cerr and VanByck's view of faculty power exslts
1t above the teailty of the case on MBSt campuses,

Por enample, they cooplain that when 6 burgaining unit is being determined, only
the woullele hargsining agents and the administration appear before the luwsor board.
The “fa ulty,® they say, 18 unrepresented, They do not say, however, who 18 supposed
to speak fur the “taculty” in t.e absence of a designated bargatining agent. 1t might
be thought that fa-ulty senates could fulfill this function, but such groups are often
suspect. Indeed, the ineffectiveness of its senate is often one reason why & faculty
tuEn® to “olle:tive rar3gaining.

Because 1% was wiitten Ly & number of authors, the Duryea-Fisk pock has less of
this kind :f araiysis and & wider variety of viewpoints, Even 80, in their sWwwary
chagter, .utyes and Fisk Dake sume similar points.

' o7
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Yor exaspla, evan though an earlier chaptar on contracts indicates that most
unions have so far emphasized maintaining pre~axisting policies and a strong facuity
tole in qovernance, Duryea and Pisk rasse the often-rapeated fear that collective
barqaining will reduce faculty members to mere employesy and leave all the real poner
in the hands of manajesment,

Jthet Side Needs Representation

Thete i3, of course, nOthing wrong with raising such quastions about the effect
of collectiva targeining. But the other side needs better representation in the
academic Litaoreture on unionism,

it is difficult to choosa between thesa two books. Each has individual strengths
and weehnessas. 7Tha Suryaa-risk, for axasple, has a good chapter on strategy for
fa-ulty negotiators but lacks a similar one for management. The Carr and Vanfyck
almsst campletely ignores the cammunity colleges, even though that is where most of
the union activity has been., (Duryea and Pisk have on chapter on cammunity colleges.)

Either book i3 & good introduction to tha basics of collective bargaining, and
Foth raise an interosting questions Can colliega professors and administrators who
were catsed an “shered authority® look objectivaly at the possibility that it might
not wokk everywhefs, or that c¢ollective bargaining might work just as well =~ or,
heavon fortad, even Letterg?

~= Philip W. Semas 13 an assistant editor of The Chromiele
S lighep Ydustion who writes frequently about collec-
tive bargaining., he “hroniale reports news and covers
current events in the field of academic collective bar-
Jaining; this geview 18 reprinted from the Octber 7,
1974 issue,

93
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ACAUEMIC ATTITUDES: UNIONS YES OR NO?

Alan £, Bayer‘s. survey, Teaching Puculty in Academe: 1972-73, a Research Rsport
of the American Council on Bducation, asked a cervefully weighted national sampling
of faculty to indicate their agreement or disagreement with the following statement:

"collective bargaining by faculty menbers has no Place in a college or university.”

Bayer's data, unlike that of Ladd and Lipset, is reported by sex as well as by
tyse Of institution, Fercentages below indicate those who strongly ajresd or agreed
with resezvations.

Hen Women  Total
All institucions 34,1 33.9 4.1
In univegsities 39.1 35.2 3a.5
in fous~year colleges 32.4 35.2 33.0
In_ two-yeaor solleges 25.0 29.6 26.1

Wosking with data made available by the American Council on Education, the MLA
Commiaston on the Status of Women in the Profession is preparing a study of the
particular status and attitudes of faculty in English and the modern languages. Per-
centages below &fein indicate those faculty ir. cur disciplines who agreed strongly
oF with tesezvations that collective bargaining has no place on campus.

Men Woren Total
All institycions
English 25.3 27.1 25.9
Modern languages 3.1 35.8 2.7
In uyhlversities
melsh 31.4 29.1 30.8
Modern languages 131.9 36.0 34.4
tn tout -¢ear volleyes
gnglish 26,6 35.% 29.6
Modern languages 30,2 36.1 32.4
{n twu-vear colleges
Lhglish 14,3 16,6 15.3
Modern languayes 16,6 4.1 26.0

O
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A FPOMMILA FOR TVITABLE EQUITY ADJUSTIENTS «-

ONE THAT WAS WON

by Elisabeth Stsrenberg
Youngstown State Univereity

During che fizst round of collective bargaining at voungstown State Univereity
(1972-73) it was &jseed %o set aside & fund of $175,000 for adjusting salary inequi-~
ties. The Ohio Education Association hwgotiating team devised the following plan in
About half of the money was used to bring the YSU average
for each rank closer to the etate average for that rank.

order to distribute it,

diminish inequitiee among membere of the YSU faculey,

The other half was used to
Normal salary ecales vere

daveloped for esch of the four ranks, besed on dejrees, years of full sezvics at YsU,

and the salary range for each rank,

Saliries were compared with these scales. For

those whose salaries were adove the norsal ealary for their ranks, degreee, and yeare

of service at Y5U, no adjustment was made,

Por those whise ealaries were below the

noraal salezy, an adjustaent wae made arcording to the formula set forth below,
which provided decreasing wnunts of adjustment as the difference between actusl

eslary and normal salary decreas:d,

With this formula there was no leapfrogging,

that is, soving of a person with a lower salary ahead of those with higher salaries
in the past. The plan did not, therefore, wipe out past recognition of merit and
market valuse, but it did substantially reduce the most glaring of the inequities
within departments in the university, ‘and it aleo reduced to a small extent the differ~
ences betveen depaztasnts.

Although no pattern of discrimination against women was discussed, the feeling
that wamen did not faze 80 well as sen was borne out after comparison of the salariee.
It was tound that 49 out of 78 women at YSU needed adjustments, while only 117 out
Purthermore, 1n many cases the amount by which a woman's
salary fell ehort of the normal salary was greater than that for a comparable man,
Therefore, the formula for adjustment of women'e ealaries was set at an amount double

of 185 men needed them,

that for men:

yor a difference of:

$100 or less

101 o 500

%01 to 1000

1001 to 1500

1501 to 2000

4001 and over

Adjust by:
whole amount

508 or $100,
whichever is
greater

$250 ¢ 40% of the
excess over 500

$450 ¢ JON of the
excess over 1000

5600 ¢ 208 of the
excess over 1500

$700 ¢+ lON of the
excess over 2000

WONEN
Yor a difference of:

$200 or less

201 to 1000

1001 to 2000

2001 to 3000

3001 to 4000

4001 and over

Adjust by:
whole amount

506 or $200,
whichever ie
greater

$S00 ¢ 408 of the
axcess over 1000

$900 + 30% of the
excess over 2000

$1200 ¢ 208 of the
ercese over 3000

$1400 ¢ 106 of the
excese over 4000
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The zesult Of using these two different sdjustment formulas was that the
avurage of aljustments for wamesn in each gank wag cansiderably higher than that
Ll emn AR the same fank. Fusthermore, the percentayge inCreases f{ny wumen wvere
qenecally hiyher cthan those for men. The percentage increases for all facu.ty
manpers (inciuding both across-the-board raises for everyone plus the inequity
aljustisente! were about equally divided between raises from 7% to 10% and raises
avve 108 however, 45 out of the 49 wamen receiving inequity adjustments had
taises sbove lJU8, and the higheot percentage of all went to a woman.
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C. Lo U, W,

by .Pauu. Farley

tver 3,307 women from 58 different unions met March 22-24 in Chicago and voted
to establish a national orjanization, the Coalition for Labor Union Women (CLUW),
20 work for women's Fights in the labor movement., This historic movs is the result
of increasing demands by women throughout the country for action against discrimina-
tion Ln the paid wora force, for equal benefits and bettsr working conditions and
£or changes \n the institutions of work to take into account ths realities of most
women's lives: work at home, and work outside the home. 1l1ssues like child care are
no longer to Le seen as the private needs of individuals, but as social concerns.
CLUW intends tu Jet such i1ssues On the bargaining table, to increase the level of
pesticipation Ly wemen in the union structures, and to bring unorganized women into
the unicn Bovement == JU Millton out of 34 million women are unorganized.

otficers <chosen by the Netivnal Coordinating Committee of CLUW (tx:C) at Chicago
to head the orjanization are ulga Madar, a vice-president of UAW, President; Vice-
president, Addie Wyat:, wamen's affairs director of the Meat Cutters; Linds Tarr-Whelan,
Jdeguty direstor of proyran development for AFS-CME, Secretary: Trsasurer, Gloria
Johnson, edu.etion and women's activities director of the Electrical, Radio and Machins
Workegs Unicn. Regional Vice-presidents are Joyce Miller, social services director
0f Analyamated Clothing Workers fram New vork: from Chicago, Clara Day, compunity
sUIVi.es Jitector fur a Teamsters local; from Atlanta, Lana Dunham, from local 3263
of the Communi.ations Workers: from Los Angles, Elinor Glenn, Service Employees
unlun kxecutive Board memderl.,

The uhfetence broke into 34 workshops on Saturday morning to discuss the pro-
pused statement of Purpose and the jroposed structure and Guidelines for the new
organizativn, Amendments were voted on in workshops, consolidated by the workshop
leaders and brought to the floor of the plenaries Saturday afternoon for a vote.
The samp ptocedute was follownd on sunday for consideration of resolutions.

The BAIn tssues weret $irst, Membership == the opening of CLUW to women not
covered by the %iational Lator Relations Act, such as domestic, health and office
workers, and wuen newly ofganized to Largain collectively, such as welfars aothers)
gesond -« SEEucture =~ ensuriny Jdemceratic procedures within CLUW; and third, the
Permeorkers nion -~ Jiving consrete support to the Chicano people's struggle.

Another issue teiinj leas time, but which was hotly debated, was an amendment
calling for etyonger parti ijation of women in their unions “through full and complete
desocrati. procedures.® ScBe wuGen intefpreted the Amendment as an accusation of
urdercoratis practizes in emisting (male-dosinated) unions and as a slur against men.
After a standing vote 1t was clear the motion had passed.

Mambesship

the woeon (Tesent at the conference expressed strong solidarity with all working
women, “espe -1aliy minority women who have traditionally been singled out for blatant
oppression,” The Statement of burpuse was also amended to include women of other
nations. °We re;oynize that ouf struggle goes beyond the border of this nation, end
week to Link up with our working sisters and hrothers throughout the world through
concrete a tion of international workers' solidarity.”

There was JVorwhe ining »ujport for woten not present. But the cfedentials commite
teo, mooting tofore tne .onfersace convened, had refused to admit a delegation of
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welfare mothers fram the National Welfare Rights Organization and a delegation fzom
Hatlan County of miners’ wives vho have maintained the strike thers in support of
the miners who have been enjcined by the courts from picketing. Whether or not to
almit %0 CLUM women not yet in official unions was settled by a vote on the floor to
include the words “and emerying unions” in the Statement of Purpose, but no final
vOote was taken,

Thus, questicus concerning membership in both the national organization and its
local chapters wete not decided by the convention, Instead, the NCC will meet and
decide those matters. Many women resented this, but . <oled themselves with the
thought that the stzuctuze 1@ terporary: nest year's m.eting will be the Constitu~
ticnel Convention.

Structure

Under the pfopused Structure and Guidelines the NOC is constituted of elected
representatives from the unions and the local chapter. Local chapters may be formed
by 1% women from % internation | unions with the recommendation of elected State
conveners. The present NCU, which et 1.° Chi:ago to elect officers and a steezing
camni Stee, does ROt have any representativee from lacal chapters as none have heen
established yet; thus lLocal elections, and perhaps the unfiniahed business of the
convention, are beiny shaped by those wolen who get the votes within their unions.
There wuge sume sutprise upsets in the unioh olections held in Chicago, however,
resulting 1n a conbination of elected officials, appointed staff, and some rank and
file unicn members on the NOU. From the APT four women wese elected: Patricis
Halpern from Local 2 won in the East when Estelle Katz and Ruth Aptheker split the
ojppasition vete ()7, 3d, 33); 1n the Mid-west Catherine David Plory (Coock County),
ih the south Jane wallen from Local & (UC1, and 1n the West Marjory stern from local
'y Seattle), won by substantial maryins,

Farmsurkers

siace the Teansters signed a sweetheart contract with the growers, the Farme
workers have been fi3h%1ng for recoynit on of their union, The APL-Cl0 and most
ufrions in the ~Ountry have supported the tarmwcrkers strike and boycott Of grapes,
lettuce and Gallo wine. But the Tearsters leadership, it was rumored, had threatened
to pull gut of "LUW 1f the confr.ence passed a resolution supporting the Farmworkers.
it was clear the: the wvomen attending wanted to support the FParmworkers.

Point 14 of the proposed structure, which stated that CLUW would take no stands
in disputes cnsidered by one ©f the unions 1nvolved to be jurisdictional, vas voted
to the head 0f the agenda ant struck fram the document, This was a major victory
ant showed the strength > support for the Parmworkers, which included even the
Teanster vomen at the convention, They formed & rank ard file group called Teamster
women in Lupport of Parmworkers., and joined with the broad ccalition of women working
to Lring a resolution to the floor despite opposition from the platform,

on Sunday before the [lenary was officially opened, Parmworker women Spoke to
the .onven®ion. “when you see food on your table, think who put it there,” sa1d a
wanan in her second lanqguage, English, “Remember the women and children who work in
the fields fur yous foad, We thank you for your support, sisters.” She said that
the Jruwers werle tryify to split the workers, and exprossed sclidarity with her sisteza
AR the Teansters. ihe asxed for ur support of the boycott, “To you depend the
SuCens of our struggle: to you tepend our lives!” VPollowing her sinple speech, the
Tonvention ~ave her a yralonjed standing ovation: everywhere were applause, cheers,
laughter ard tears, wamen hugqging each other and shouting their agreement.
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But when a motion was mads to pass ths Parmworkers' resolution in the spirit
ot thet solidarity, 1% became cbvious that ths lsadership was rnot going to ellow
& resglution to coms to & vote. The convsntion adjourned lsaving ell szesolutions
fos action by the NCC,

M. Wyatt celled on us to sing "solidarity Forevsr" with joined hands, but the
aasting snded on a mixsd note. Most women felt inspived by the Parsworksrs' esxample
and ty the show of strength and solidarity on ths convention floor, but they wsre
outragud by the heavy-handed tactics of the leadsrship in supprsssing what vas
obviously ths cverwhelming agreament of the women pressnt. Thsy noted that it fsit
good tg be toyether and fi/d 80 many wisters working in such unity, dut it felt
tegsibie to know that it would never go on the record. [t was obvicus thst CLUW
would continue to reflect the struggles Letwsen leadership and rank and fils which
have marksd Lts growth so tar.

Next Jtep

The nemt step for CLUW members 18 the formatinn of logal chapters, elsction of
officers, and, atter approval of the state convenors, applicetion to the NCC for
CLW affiliation ...

~- papnila Parley s an assistant professor at Brooklyn
~pllege 7 'UNY, active in union and feminist work. This
arti.le ajjearsd in the May 31, 1974 issue of ‘“lariom,
offi:ial newspaper of vhe Professional Staff Congrsss/
vaty Univetsity of lew York,

O
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ADDRESSES

The three national aftiliates provide information, resources and technical
assistance to lozal groups and invididuals attempting to organize for collecstive
bacgainlfiy or established as cerders of & recognized bargaining sgent., A}l three
can provile jeneral and pecialized materials dealing with 15sues of concern Lo
asadenic woren, prepared by staff and acbership committees,

Vor further information vontact:

Magilyn Raguth

Assistant Uigector of Educationai Ressatch Departaent
AZef) :an Federation of Teachets, AFL-CIO

juld 14%h sStreet, NW

washington, bL.C, 23005

sttt ley MuCune

Maneyer, Teacher Rights
tational Education Assoviation
1231 leth atpeet, NW
Washingtun, L, ', JI)n

~arolyn Polowy

Associate e_getary and Associato Counsel
Ateti.an Association of University Professors
+oLupont vaigsle, Sulte S0

saghington, L,., dVole

Information al0ut the (oalition of Labor Union Women can be obtained from

LU
8 . tast leftferscn
Letsait, Ml 48414

O

ERIC

Aruitoxt provided by Eic:



