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FOREWORD

The Ad Hoc Committee on the Role and Status of Women of the

American Educational Research Asiociation was appointed in 1974,

0.

1

following passage of a.motion at the May, 1973, Council meeting:

Motion (Clifford/Cronin). It is Moved that a committee to
investigate the status of women in educational research be
formed, thad its chairperson be chosen. by the president of
AERA with a panelof five candidates nominated by the Woden's
SIG, that the majority membership of the committee be women
and that the findings and recommendations of this.committee
obe-printed'and distributed to AERA membership.

The Committee, held its first meeting. in April, 1974, and planned

the studies which are included in the present report. he Committee's

work was reported briefly to the Association in a symposia on April 1,

1975 at the annual meeting.

The CoMmittee report consists offive sections. Part I. presents

the recommendationkof the Committee. These recommendations are pre-
.

sented in the form of Resolutions that will be considered by the AERA

Council on May 28 and 29,,1975. Theeresolutions, which are'broad

ooligy statements recommended for adoption by AERA', are given more

substance by enumerating specific activities and actions to be under-

taken tly AERA in implementing these broad policies regarding women.

It should be noted that the action responsibilities listed are illus-

trative, and are clearly not an exhaustive list of the actions that

may be considered necessary byCouncil, b)i a standing Committee on the

Role and Status of Women,. or, more broadly, by a general plan for

affirmative action. with regard to women in AERA and in educational

research.

The work of the Committee which,givessuPport and lends' urgency

to the adoption of the policy resolutions appears in the studies

undertaken by.Committee members. -In Part II. Sean Lipman- Blumen,
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Patricia E. Stivars, Ann R. Tickamyer, and Suzanne Brainard report on

the Participation of Women in the Educational Research Community; a.

study of individual men and women who are members of the Association.

Data were collected in three areas: an histoiical survey of women's

''participation in AERA activities, using records, dating baclato 1965;

2. a demographic survey of the total membership being conducted during

1975 (4,000 member's responses have been summarized to date); and 3.

a random sample survey of women and men which iii cludes, data on their

pafticipation in AERA, educational background, em loyment history;

productivity and professional rewards.

Part III presents the results of surveys of in titutions of
. el . . .

higher education and R & D organizations, The study, Women in Educational

Research: Their Status from Student to Employee, by Caro Keihr Tittle,

Terry N. Saario, and Elenor R. Denker, describes enr011ment, doctotates

granted, job placement, and administrative policies for male d female

students at institutions granting the doctorate in education. ...nforma-

tion on faculty members at these institutions is included-(rank, salary,

and tenure). Data on women and men in organizations employing educational

researchers are given for local school districts, state departments of

education, and R& D organizations.

.

/ Part IV. is A Survey of the Role and Status of Women in Other

professional Organizations by Noele Krenkel. Professional organizations

were surveyed to determine their policies with respdect to women.. Policies

examined included:' official statements, affirmative Action plans,

staff time devoted to women 'S issues, standing committees, reports, an

so on. Part V. is Women id Educational Research: Affirmative Action

Plans by Elizabeth Stekner/Maccia. This paper examines the role -that
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AERA might play in the development of affirmatiye action plans with

respect to educational research, and the need -for statements of goals

and timetables. Two basic concepts of affirmative action plans, non-

.: '
discriniination and affirmati9 action, are supported on,the basis of

John Ra'wls' principlet of social justite...

The Committee wishes to acknowledge with thanks the suppOrt

of several organizations, as well as the many individuals who con-

tributed their time by cbmpleting the survey questionnaires. The

institutions who assisted the Committee's work in various Ways were the

Center /for Advanced Study in .Education of the Graduate School/

University,Csenter of the City University of New York, the Ford Foundation,

and the National Ingtitute of Education. The Committee especially

ackntwledges the assistance of the staff of the American Educational

Research Association titself:

It /s. particuiarl fitting -the the report of the Committece is

fs,

, being presented in 1975, International Women's Year. The \American

Educational Research Association, both through official ies and'

the 'actions of individuals, can contribute to assuriregthat omen have

equal _and full ,opportunity to participate in the Association and in

the conduct of educational research.

L
a
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Part I, Resolutions and Actions

'Resolutions

1

T, Be it resolved that women have full opportunity for par-
.

ticipation in the activities of the fterican Educational
Research Association.

II. Bvit resolved that women have full opportunity for
participation injesearch training' mstitutions and research .

organizat ons.

Be it resolved that the Association establish a standing
Committee on the Role and Status of Women in Educational
RePearch.

The purpose of the Committee shall be to investigate the
extent of onformity to the principles stated above (I.,

rto make recommendations for affirthative action, and to be
advisory, to the designated affirmative action staff member
of the association.

IV.:. Be it resolved that the Association expand its professional
staff to include an individual whose full time 'responsibility
shall include the development and implementation of the,
affiimative action places of the Association.

0

't

**,
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I. Be it resolved that women have full opportunity for participation
in the activities of the American Educational Research Association.

Action responsibility: The Council of the Association has pased a
resolution that women be appointed to Committees and offices'and
nominpted for elective offices commensurate with the number of women
in the Association. However, responsibility for ensuring that the
motion of the Council is carried, out has not been designated, The
Committee CM t'Jomen recommends that the Executive Officer of the
Association be designated this responsibility, in line with the
earlier Council motion (5/73) that the Central Office is directed td
report annually to Council on the number of women'inthe Association
and to provide an analysis of the role of women in. the various
committees. An annual report of the Executive Officer on status and
progress on equal opportunity within th'd Association should be published

)in the Educational Researcher:

In lineith ensuring full participation of women in the activities
of the AssociatfOn,-the Committee recommends a number of other actions
be unplertaken by ttle Council; AERA committees, and the 'Executive
Officer. These actions include:

a. Adopt affirmativeaction policies for AERA staff, AERA journals
. and all other affairs of the organization. Affirmative action
' policies include formulating goals, _timetables and plans to meet

the goals.

b. Reco nd that all organizations hiring AERA members adopt
affi ".tive action plans (local school districts, state education
departments, federal agencies, private profit and non-profit ,

research organizations, as well a$ institutions of fiigher
education).

.

A. Review job placement procedures and services in publications and
at annual meetings to ensure that discrimination is eliminated.

'd. Adopt the policy that the candidates for elected offices of the
Association state their platforms; these position statements
should be published in the Educational Researcher or with ballots.

e. Encourage expanded advertising in the Educational Researcher to
eliminate the discriminatory practices of informal networks

. between- colleagues. Publish annually 'a list of institutions'
who gave placed notices in the Educational Researcher..

r*,
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f. Direct the Executive Officer, with le al consultation, to
monitor Federal legislation which will\ affect women and

educational research, to indicate Asso iation support, and.xo
disseminate information on these issues. For example, Title IX
regulations prohibiting discrimination eased on sex in educa-

tional institutions will directly affec, educational researchers
in general, and women in particular.

.

g. Monitor lists of external experts submitt d to federal agencies
or other sources to ensure that women are ncluded as consultants,

panelists, and speakers; maintain vita s for recommendations,

both for external and internal (Associatio ) requests.

h. Adopt polidies by AERA pub1icatio0 committ e and journal editors
to:.

1. establish editorial guidelines for the limination.of

discriminatory language usage and sex ole itereotypi g;

2. enurethat all reviewing of articles is blind reviewing;

3. establish a formal policy regarding the ethics, conduct and
publication of research with a special emphasis on the
subjects of sex role prejudice in research and sex discrimi-
nation in authorship (e.g., assistant's name may appear on
unpublished reports but,not on published articles).

4. ensureadequate coverage of issues relevant to sex bias in
education, and support, by publication, research on sex'
differences and sex discrimination.



'10

II. Be it resolved that women have full opportunity for participation
in research training instit[tions and research organizations.

Action responsibility: A majority of the students and employeas
within the education industry are women. However, this majority does
not hold within graduate institutions training at the doctoral level
and women are under-represented both as students and faculty. She
Association should actively encourage the study of'education bY;women
at the doctoral level, and particularly in quantitative specialties
which are fundamental to the conduct of educatiopal research. In

order to eliminate sex discrimination among educational researchers,
whether employed in colleges and,universities, local, state or
federal education units, or in private research and development
organizations, the President and Executive Officer shall make known,
by all available means, the Association's adoptiOn of the above
principle.

While the Association cannot regulate or enforce specific guidelines
for individual institutions, agencies and otganizatkons, it can
encourage and Provide guidance to promote the welfare of members of
the Association. Inthe extreme, the Association can censor insti-
tutions violating the principles resolved here. The Committee
recommends a number of actions to be undertaken by the Ptesident,
Council and Executive Officer of the Association. The following

actions are first steps in ensuring full opportunity for the partici-
pation of women\in research training institutions and research train-
ing organizatiarig:

I 4

Universities as educators:

a. Recruit and admit women :into programs of quantitative methodology
and educational leadership, as well. as other areas of educational

.* research.

b. Allocate financial support (both the type and amount) independent
of marital status or sex.

.Y

c. Publicly affirm commitment to the employment of women in leader-

ship positions, and actively promote the emvloyment of'female
gr#duates.

,

Establish extensive counseling services, especially for female
doctotal candidates who often lack role models and are unable to
establish "protege" relationships.

e. Collect data to monitor access, progress and placement of women
and menin doctoral programs.

"
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Universities and colleges as employers

al 'Adopt affirmative action pOlicy statements and goals within
specialty areas of doctoral progrqms and 'departmental units.

b. Actively recruit'female applicantS for all faculty positions.

c: Analyze personnel policies to eliminate any which directly or
-indirectly 'support discriminatory practices'. These policies
include, but are not limited to,, those concerned, with appointment,
retention, promotion, tenure, anti-nepotism, maternity and paternity'
leve, leaves of absence, pregnancy, -child-care services, and
petit-time appointment with benefits. 4

d.. Assume responsibility for: Wiring or locating employment
opportunities for the spefuse'of a. new employee.

,

Governmental asencies and R & D organizations

a. Publicly identify, as an organizatidnal priority, the'elimination
of discrimination against'women.

b. Adopt affirmative' action plans.

c. Actively recruit female applicants for positions at all levels]

d. Eliminate sex discAmination in terms of promotion, transfer%
recruitment, salary, and selection for training, including
apprenticeship.

A ..
1 o

e. Establish career ladders for personnel within the organization:

.f. Analyze personnel policies to eliminate any which directly or
. indirectly support discriminatory practices, including' policies
for leaves of absences, .pregnanoy,spart-time employment,.and
childncare services.

g. Assume responsj.bility:for hiring or locating employment oppor-
tunities fvr the spouse qf a new employee.

11
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III. Be it resolved that the AssoCiation establish a Standing
Committee on the Role and Status of Women in Educational

Research. 1

The purpose of this Committee shall be to investigate the
extent d f conformi-tr-tO the principles stated above (I., II.).;
to make'recommendations 'for affirmative action, and to be

advisory to the designated affirmative action staff member
of the Association.

Action responsibility: The stanrding Committee on'the Role and

Status)of,Women wilt provide a focus for the development and. .
implementationi of policies ,promoting equal opportunity or women

within the'"Asganiation and the educational research community.
Educational researchers in educational.institutions, government
agencies and 'private organizations should help to disseminate the
findingsof the Committee and its policy recommendations.

The standing Committee will assist the Association by maintaining
contact with federal agenciesconcskrned with equal opportunity and
liaison with oter associations on issues related.to women. The

Committee will Undertake positive activities related to women,
including the following:

a. ,Review existing association policy and procedures for possible
. sex discrimination.'

b. Monitor AERMs efforts boj_,ring women into full participation
in the Association (See resolution I).

c..t Establish liaison with the Equal Employment Opportunity
Conimission and the Office of Civil Rights in order to monitor

the progress of women in universities and other employient

settings. .

1
-

. Assist in developing vita Mee or other procedures to include

women in recommendations for advisory boards, consultant°ships,

committees, etc..-
,

e. R'eport yearly to the membership on activities undertaken by

the Committee.

;
4

c "
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N. Be it resolved that the Association expand its professional

staff to include an individUal whose full time responsibility

shall include the development and implementation of the-affirma-

tive action plans-and activities of the.Association.

A commitment to equal opportunity for women to participate in. the

Association and the community of educational,researchers can be judged

by the steps the Association takes to implement equal_ opportunity.

The commitment will he met when goals and timetables with respect to

policy are developed and implemented. It is unrealistic to expect the

present central staff to take on the additional activities required

by a commitment EONequal opportunity. The goals and timetables of
affirmative action r:eqdire 'a data base and monitoring of progress. -
The Ad Hoc-Committee'oa'-she Role and Status of Women had pointed the

dingo -t-ionfor\the neae5sat4 data base. As an association of individuals

devo.ted. to_reSdarch, RA eet its commitment to equal opportunity

_for' women by Providing the staff nd support,'necessary for the develop-

ment and,implemeltation of affirmat -fiction' plans and activities.

6
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PARTICIPATION OF WOMEN IN,THE EDUCATIONAL RESEARCH COMMUNITY

/

7)

Jean .Lipman-Blumen, NIE, Patricia E. Stivers, AERA,
Ann,01...Tickamyer, NIE, and Suzanne Brainard, NIE.

I
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(Plper,prepared fort presentation at the American Educational Research
Association,.annual meeting, Washington, D. C 1975.)
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The relationship between women's professional activity

and their professional rewards recently has become a subject

of major interest to social scientists. This emerging concern has

received additional impetus from the women's political caucuses

.within the various social'science associations. A major issue

underlying this concern} is whether or not women's

:professional activity, as well as their rewards for such activities,

is commensurate with men's.

The present paper, prepared under the auspices of the AERA

Committee on the Status -of Women, attempts to address thisquestion

of the condition of women in the educational research scommun

ity. It loOks at the trend in female participatiOn in AERA since

.1965, as welly as the productivity and rewards of these women

compared to their male colleagues. ,Background factors also are

examined in their relation to the,primary resealkquestion, which.

asks, "What, if any, are the differences between men's and women's

backgrounds, participation (including productivity) and rewards as

members of AERA and the larger educational research community?"

This report is based upon three different types pf data:

1) AERA records dating back to 19.65; 2) a 1975 demographic survey

of the total membership; and 3) a survey of approxiMately 7% of

the AERA membership conducted in early 1975.

I. Historical Surveyof Female Participation in AERA Activities

A count by gender was made o?individual participation in

Association activities from 1965 through 1974. Gender was assigned

on the'asis of first name. Individuals listed only by initials
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were checked in available biographical directories to determine

gender;, those where no additional information couldte obtained

were omitted from the sample. r

Prior to 1970 individuls listed by initials were assumed

to be male; following the year 1970, we felt this assumption was

no longer valiCand additional references were checked for a mae

completqcname before gender was assigned for these individuals.

Names where gender could not be'identified were omitted from

the totals. This occurred most often in annual meeting programs;

even there, fewer than 2% of the names in any year were omitted..

A. Annual Meeting.(Table 1)

Sizeable gains in the participation in he annual meeting

have been made by'females in the last decade. As we shall see,
4

the annual meeting has been the area of most consistent increase.

Females constituted 10 % of all annual meeting participants

in 1965; 12.9 percent in 1967; 13.6% in 1969; 16.8% in 19711 18.6%"

in 1973; and 22.2% in 1975.

Level of female pIttieiPation in the various roles in the

annual meeting, however, has varied. Among primary authors on the

program, female rated have been slightly higher than the overall

percentages: from 11.9% 'in 1965 to 23% in 1975. Among secondary

authors, the levels haVe increased from 12.1% in 1665 to 27 in

1975._ Females,chaired considerably more sessions.on the program than
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10 years ago: from 20 in 1965 to 18.5% in 1975. But gains in

the discussant role have been fewer: 4.3%in 1965 td 13.4% in

1975. As major invitational speakers, the pattern is erratic:

one of 7.(14.3%) in 1965; npne at all from 1966 through 1970;

ane each in 1971'and 1973 (about 5%); two in 1972 (9%); and three

in each of the last two years (13% to 15%).

Authors in Periodicals (Tables 2 4 3)

Percentages of female authors among AERA periodicals vary

considerably over the ten-year period. Female authors in the

American Educational Research Journal for example, represented

'17% of the total authors in 1965 and 3.6% "-in 1966. They rose to 9.3 %,

13% and 21% in the next three years, but dropped in 1971 and

1972 to 14% and 12.7% before peaking at 18% in 1973. In 1974 the

percentage was off 'again to'16.3%.°

Female authors in.the Review of Educational Research were at

an all-tim high of,2014% in 965; then ranged from 12.5% to 17%

during the years '66-,'68, '70 fand'73. However, they dropped to

r-
8% in each of 1969, Tl and 'M and fell to zero in 1974.

B. Governing Boards and 4pointments (Table3 4 & 5)

Femalerepresentaticin on the AERA Governing Council was

nonexistent from 1965-through 1969, and. has been six or twelve

percent in each year since, depending on whether-one or two women

were elected.

"I0
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Representation of women on standing Association committees--

approximately 10% for the past two years--reached a record of

19% in 1972,'up from 13% in 1971. That represents a considerable

increase compared to the three and seven percent levels of previous

years in the same decade.

Representation on ad hoc committees in the Association

ranged from as low ,as 1.774,' (of 57 persons) to 8.4% (of 59 persons)
i

during the first seven years of, the decade examined, a period

0

when a proliferation of ad hoc committees actively worked on

association programs. Since 1972; however, no more than-one or

two ad hoc committees have been in existence, two of which are

the women's committee and the student's committee. In ,those
I -4

. .

years,-female representation increased to 2S% (of eight indilWials);_

54.5% (of 11 individuals) and 37.5% (of 16 individualsincluding

five out of six members on the womenis committee),

Representation of women among editorships and on editorial boards,
,

was similarly weak. In the decade examined, there

were no females at all on the editorial boards or among the major

editorships of any of the three AERA periodicals. Nor were there

any on the editorial boards of the two major reference works

produced during that time: thd Encyclopedia of Educational Research

and the Handbook of Research on Teaching. At the Same time, eight

to ten percent of the contributors in both reference volumes were

'f
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women. HOwever, the current review editor of the American Educa-

tional Research Journal is a woman, as was one of the'volume

editors for the seven-part Readings in Educational Research series.

Use of females as reviewers by the American Educational Research

Journal did not occur until 1971 (two to three percent in 1971 and

1.972), but ithasinCreased to 15% and nearly 20% in the Past two

years. Reviewers and consulting editors for the Review of Educa-
t.

,tional Research included 34.4% women iii41965, during which year

AERA published the last topical issue on early childhood education, an

area of specialization for many women researchers. However, the

percentage of women reviewers dropped to 14%, 16% and 12% in the next

three years and has ranged from 6% to 8% in the most recent six-year

period.

C. Women Among the Total Membership

Until recently, only scattered estimates from surveys sampling

five to ten perCent of the membership were available as guides to

the number of women in the Association or the field. Preliminary

-.results from the membership -wide demographic survey undertaken

last fall by the Association now have provided'the most reliable

estimate to date. With more than 4,000 responses tallied from

9,000 members surveyed to date, w find that 26.3% of

AERA members are female, 70.3% are 'male. An additional 3.4 %- did

not indicate gender.

Major disciplines indicated among females in the major demographic

survey are elucation: 56.9% (627); psYchoky: 19% (209); statistics,

mathematics or research methodology:,9.6% (106). Another 10.21

Ot: indicated discipli es not listed. on the questionna and fewer

, f. \
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indicated sociology, anthropology, hiStory,

- political science or philosophy.

Of 1105 females indicating theii- hi,gheA degrees, 714 (65%)
: r r

. ,

held ,doctorates and 339 held master's' degrees (3r%).

,1

-Primary work responsibility reported bythe-females in the survey
,

,'( Were: 36.3% teaching; lf.4% students;, 11.9% research; 10.1%

management and administration_of other than ft & D; 9% eValuation,

. ,

and 5.1% management and administration Of'-R 4 D.

O

An interesting parallel emerged'befween males and females

in reporting primary' affiliations (or place of employment)1

for both sexes,. -69% are .employed brcolleges or 'universities;

11% are, with .school systems, and. 7% are with Rj& D organizations-.
-

,

D. Conclusions from Historical'Data

Thelgreatest level of participation,by women in the field

emerged in the most "grassr ts" activity-=the annual meeting

).

where a steadily increasing percentage of women in all, roles has

occurred. 'However, in-cdtmittees and review boards,

where participation is primarily by 'appointment, the involvement

of women has been inconsistent and largDly insignificant. "-

The greater percentage of female's who report student status,

in the recent AERA demographic survey (15.4% of females compared

- :

to,7% of males) suggests that as more women advance in
t

careersareers

in this field, their visibility could lead to more frecident appoint-

ments in these roles and greater influence in the making df

appointments.
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II. 1975 Survey of AERA Members'(7% Sample):

We turn now'to the results of a sample survey conducted early

this year.

A. Sample Selection

The sample was selected froM the September 1974 membership

records. Since the printout of members includes 28'listings per

page, three random numbers were independently selected:

On each page of the galley, the listing corresponding

to the first number was selected. The first run-through of the .

galley, produced a sufficient number of males. A second complete run-

through) using the second number, and a small partial run-through,

using the third number, were necessary,to locate a sufficient number of females.1

A total of 650 025 each males and females) were selected

to allow for the problbility that up to 25 in each category actually

had dropped their membership:.

The individual on the random line was included,in the

sample unless he or she had a foreign address (insufficient time'

to allow for returns). or a fjsrst name of indeterminate gender.

In either of these-cases, the next name listed (allow.iing the same

consideration) was used. In several cases,%ts many as seyen names

had to be,passed.over due to numerous listing by initials. Husband

wife members were included on each portion of the sample and

sent separate ,questionnaires.

4

O
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After inactive members were eliminated from the sample, a

total of 309 males and 318 females were sent questionnaires. Responses

were received from 240 women and 203 men, repreSpritIng 75.40 of the "4

women and 65.7% of the=men. ,Theoverall response rate was 71%.

B. Data Analysis

Two primary data analysis strategies were employed. The

first was contingency table analysis, using differences in percentages

and Chi Square with a .05 level of significance. On'occasion Phi was -

used as a measure of strength of relationship. In some instances the

introduction of multiple control-variables resulted in reduction of

the number of cases, so that meaningful analysis was impossible. To

circumvent this problem and generally to permit a multivaridte analysis

of the data, linear multiple correlation and regression also were used.

C. Profile

1. General Demographic Features:

The final sample consists of ,240 females (54.2%) and 2b3

males (45.8%). The age\categoriesrange from 20-24 to 60-64, with ageS

30-34 the modal age categoTy. _The median age category was 35-39 years.

'In terms of race arid ethnicity, 89)2% of the respondents

)
are Caucasian, 3.6% are Black, 1.6% are American Indian,and both

the Oriental and Spanish surname groups contribute 1.4% each to the

. sample, with a residual ("other") category of 2.5%.

Our sample showed no significant differences between men and women
. .

in terms of ethnic and racial background.

There are noaignificaht age di.fferencesIetween the female _

A
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and male groups, although thereis s ome slight tendency for there'

to.be more women in the "under 5' year group: T14.$ is probably

related tip, "the findidg in the

are more wome n than men stidents.

larger demographic survey that there

-When.
we look at marital status, women are

9
Significantly less likely to be married than men.\ Almost four

I 4

times'as many'Women as Ten ,have never been married (31% vs. 8%), and
1,

-only 50% of die Women compared to 88% of the men.curreAtly are, married.

/

In addition, 16% of the women (vs. 3% of the men) are currently,'

.widowed pr divorced.
,

,

. . ' .
,

'', p II,
.

The lowT'arrying rate.of women is reflected, in the

limited number of Children women irf this sample have. Fifty-four

percent of the women do not have children, compared 'to almost 22% of

the men who are net parents. -Among those respondents who- are now or
2

ever have been Married, 89% of the men and only 66%. of the womenhaVe

children. And among those respondents who do have children, women

have significantly fewer children than men.

2. Education:

Examination of educational background reveals that gO%

kA-

_of the men and only 65% of the women hold doctorates. (Interestingly

enough, AERA, members of both sexes in this sample are more likely.to
4 .

.6)1d Ph.D.'s than Ed.D's'deipite the fact that, as we'shall see, the

, majority of respondents claim education as their primary diiCipline.)

At'the master's level, there are almost twice as many women as men

(30% vs. 16%). The relationship between sex and highest degree is

significant°at the .001 level = 17.79).

di
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INSERT TABLE '6 HERE
4

Edudation, as alludk to above, is the primary discipline

of '59% of the-uomen and 54% of the men. Rsychology is reported as

the primary discipline by./25% of the men and 19%'of the women, anki

statistics and mathematics are in third place, claiming 10% of both

groups. Sociology, political'sience, anthropology,'econoMics, history

and philosophy are claimed by less than 4% of eith6r sex. These figures

Mirror closely the 3,arger demographic study and give us greater COnfi-
e

dence in the sample.

. Sex is clearly related to part-time enrollment in graduate

school (p 7 .03). Sixty-nine percent of the women, compared' to 59%of

the men report part-time status, during at least some period -of their

graduate study This is true despite the fact that women are

% *
Less ittly to have beerPparried. One might speculate that the higher

percentage-of part-time student's among women reflectg the greater diffi-

culty women have in obiaiping'educational fuhds from,public monies as -/

well as frbm family resources,'Overall, 64% of the total sample report part7

timelprollment, 36%,fuil-time enrollment.
INSERT TABLE 7 HERE

. .

3. Employment

At the time of the survey an overwhelming majorkty of

respondents were employed. The modal pattern for both sexes is full-
.

. ,

time-employment; hoileVer, somewhat-more men than women (92% vs. 83%)..

are employed full-.time,,and over twice as many women as men are employed'

part-time 't12% vs. 590. Thege differences are, significarii at the
-

.02.1evel.

INSERT TABLE"8 HERE

\,
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in general, there is a strong relationship,between:isex

'and length of time in present organization. Menare more likely than
N i

. I

a n to be employed, in their present organization for 5.or more years,
,

.

,

d women are more likely than men_to be in the two years or less
, .

cat cg ry. (p .= .005)

TABLE 9

LENGTH IN PRESENT ORGANIZATION

1 .
1

i

1 yr. to'2.yrs. , 314.yrs, '5 or more years TOTAL. .

.,

o

1.

Mate ',51' (26) 38 . (19) 108, (55) 197f,
'Female 95 (42) 44 (20) 86 (38) .225.

1'46 82 194 422

,a. Work Setting and Responsibilities

'. Men and women are equally distributed across work--/

settings. Sixty-seven percent of the women and 62% of the Men4ist

°colleges and universities as their primary places of work. School

'systems claim 15% of the men and' 16% of the women, while research an51-

development organizations employ 9% of the men and 5%'ofzthe -women.

Teaching is the major work responsibility Iv:E. 46k-of
F ;

the women and ao of the men,- while research is' Cited by equal

H

percentages of.men and women: .

, I.,, - ., .
,,--,

(...

J.

-.- Men' and women
,

are equally likely to_reportresearch

and evaluation asAheir major function, but men are somewhat more

likely...to report that,they are involved in R & D management and 'other

kinds of administrative work.

'4.
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4. Participation

Participation variables denoting professional activity,

can be broken down into two different types. The first type.is
. .

. 1

pation in AERA, and the second includes other profesional activities.
;i

In general, we find that overall participation is ow, but this is

---1-7
especially true of AERA.spdnsored activities.

t;
1,

a. Participation in AERA
r.

In examining the total range, of AERA activity

from the-historical survey, we find that the participation k-ate for

women was low in previous years. Although recently:there appears

. r

to have been some improvement, a large gap still.remOins. I. was
't t:

.

expeCted that this differential also would,,shotiAlp%inthe sa#16 data;

however, it' was not in fact apparent. It is trtietninere 42.:'s4

1 1

slight tendency for men to have a hig4Narticipati&Crate
'T

;

than women, but in almost no case is this statisticalty

1; .

Since the percentages involved are so small (frequentikes§ th4A.5%)

it would be misleading to place any emphasis on themdigprenok
, \*5 t

This generally low participation rate may explain Ale\ \ \V

discrepancy between the sample data and the figures for tlie.u1115},prse .IA
.,.,. ....

of AERA activities in the historical survey. Since we have concl'uded \S
.N.

f.

,

am
; ,,...., \

that it.is,only a very small group of people who are active, a 'pe
. \ ti;.'C,',

. ,

, \ ,;c
of 443 out of approximately 9000 may not adequately represent the

\ ....

distribution o articipation. Therefore, in the case of participation . ,

tt

S. .

ih AERA activities, the historical survey.probably represents a more
\

accurate picture of part'cipation by sex within that small group of N\
%

'''A,
participants. '.h

,4
. ,.S'A

f \ t:.

C,3
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There are:, however,

.

'interestilig,diOerences by sex in the sample survey. One of these

several areas where there are

, .

is in lengthofmembership in the AERA. Men are more likely to
.41

.

be membeW:rpt a longer period of time.

.

the
'--

Wt:to tlie,very
. -.\..."-e. t:!:..

nun\ber ok..'fmle
e

! , ,:, .

dembgraphic data

1

leVel as the men

This probably is due.in

slight tendency for men to be older, and the greater

students.* (We also have confirmation from the

that women do tot have quite as high an educational

do.) The same pAcentages'of men and women have

1 year, hoiiirer.been jnembers. less than

4 :--`
F . :

".
Other areas of inteiest".!are in session_p_AMffigti4On

and paper :presentation to the annual meefirie.4141.1.4-the past 5 yeaiS.

Fourteen percent of the men participated as sesson.chairpersons

or discussants at least once, compared to 8% of the women-i-However,

when it comes to presenting papers, there is less difference: 'Twenty-

foal- percent of the merrgave at least one paper compared to 21% of

the women. It appears` that men must participate more in Othcit:ways.
;

There is some additional evidence for this in the figures for\Oeral

other activities. For example, 11% of the men were, program <:.

chairpersons, compared to 7% of the womeri)' 6% of the men participated

in an invited symposium,Compared to 2% of the women. It.should be

emphasized, however, that these figures are not statistically significant,

caution because of

status is derived from the larger demo-
.,

`1
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the small numbers involved. Furthermore, if one examines the

breakdown of total number of AgRA presentations by sex, the

difference is again very small.''Thirty-two percent of.themen

and 27% of the women have participated at least once in these

activities.

O

.
When we examine the data fpr governance activities,

there is, practically no participation at all. Very few men or :women

have been on any of the various governance committees or have been-

involved in any policymaking positions, including editorial or

proposal review boards. There is a statistically significant relation-

ship between sex and serving on AERA Division Committees (p = .03),

, AERA editorial boards (p = .05), and serving as.AERA periodical

reviewers (p = .05), with men more frequently doing all three.

However,the numbers-involved are very small. .Therefore, it is

impossible to draw any firm conclusions about these activities,

other than that they are,run by a very small group of peoplei°

INSERT TABLES 10, 11, 12

b. Non-AERA Participation,

If we now turn to participation other thin in the

AERA, slightly higher rates are found for both men and women. Ninety-
.

sik per4ent of the men and 89% of the women belong to professional

societiqS other than AERA (p = .01). This is the only statistically'

INSERT' TABLE 13

signifidp.nt difference between men and women in terms of participaz-

' ion -AERAtion in ' groups. Similarly, 81% of the men and 84% of tDe;women

atte egat least one other meeting last year. These figures deffrrase

. 4

r(
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when it comes to number of presentations; nevertheless, they are

fairly high compared-to the AERA presentation rate of the pait
0

five years: The percentage of men and women are fairly stabAe

over different types of meetings. Forty-nine percent of the,men and
. .

13% of the women have given at least otle presentation at a national

meeting. RAgional meetings have similar figures (4A and 42%),

and invited conferences als are in the same general range although

slightly lower (41% vs. 35%). There is little difference between

,

the sexes, especially when one collapses the variables into no

presentations vs. at least one. If, however, one examines the data

using the full number of p ssible presentations, then it.can be seen
.

. ..

that men have
,

a slight edg in the higher numbers of presentations.

The actual number of peopl involved is so small, however,, that

these trends should be interpreted cautiously..'In general, we

.

conclude that the participation rates for non.-AERA professional'
fi

activities do not vary significantly by sex.

The higher participation rates in non-AERA meetings

suggest that a large number of AERA members do not consider AERA

their only, or major profssional organization. And it is true that

in answer to the question "Do you consider A ritary pro-
.

fessional association?" only 33% of both t men and the women

responded ,!yes." Twice as many people ve a primary identification

1 .

with'other groups, compared tcythose who,considerAERA their primary
4

professional organization/-
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The lack of differences by sex in this variable,

.
combined with the lack 'of differences in participation by sex,

makes '-it unnecessary to pursue these relationships further;
4

however, it was considered possible that primary affiliation might

be related to general participation rates. 'Significant relationships

exist 0 between primary affiliation and number o.f other

professional societies (p = .002), number of professional meetings

attended last year (p = -.0001), and service on non-AERA committees

(p = .001) . Even though there no statistical significance

for the number of regional meetings, national presentations, and

invited conference presentations, the same trend may,be;observed-=

non-AERA participation_ was greater than AERA participation.

It is not surprising that people who do not consider

AERA their primary organization, are more active in other groups-

If we examine the relationship between primary affiliation and AERA

participation, the trend is clear --at least in terms of the ,

activities that have enough participants to consider. People who

identify AERA, as their primary,organization.attend more AERA
A

meetings (p = .0002), and more often'have given.at least one paper"

(p = .001). Once'again, however, there are tob few\participanfi

. in the other activities to draw serious conclusions.:

As indicated above, these trends generally held up

when brokeedown by sex. It can be concluded hdYe that although

there is an obvious relationship between primary affiliation and

type of participation, neither this variable, nor sex, makes, much

difference in terms of overall participation.
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c. Particip;tIon .41 Education

If we now control for highestdegree obtained, -

we find that ih,almost all cases there are still no significant

differences-by sex in participation, either in AERA or non-AERA

activities. TWO new relationships.do emerge, however, in AERA

activities. One is between sex and the-number of AERA annual

meetings attended during the past five-years, for Ed.D.'s only.

Forty-three percent of the women, comp5ared to 217 of the men, have not

attended any meetingS (p=.03). The otherifinding is that, control -

ling
.

for education:the relationship between sex and being a-
c

", .INSERT TABLE 14 HERE
A

s ,

reviewe\qi AERA articles or..periodicals- holds up

only among Ph.D.'s Eleven 'percent of the men with Ph.D.'s,

.1

compared to 2% ofthe women, have been reviewers during
-,

0the past' five years (p .01).r
INSERT TABLE 15 HERE

Signifitance does not appear when 'controlling for

highest degree on any'of the other activit'ies, including those few
4'

Athich 41VeTe statistically significant previously. However, once

again the numbers involved are often very smdll,'especiallY after

thq_introduction of this third variabfe:

If we examine. the tables for their generaldirection,we find:

. ,

that it' is similar to the directiOn of unstratified relationships between

sex-and'participation. Men in genera?. have a slight tendency to be

more active, although women\at the M.A./M.S.'are somewhat more active

than the corresponding men. For exmWe, ' 33%.of these women,

-...,. .
,

' . compared' to 41% of.the men, have not' any AERA annual meetings
... .

. .,,-;
-

. 1

. . .-.4. - '
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the last five years.(the opposite of the situation mentioned above

for.E4.D.is and'slightly different from the general trend as well).

Another example is that a greatertpercentage of these women presented

at least one paper at ah annual meeting. in the last five years (11%

compared to 9%). This is hardly a large or significant difference, but,

in view of the gener'al trend, it is worth noting parenthetically.

It can be seen that in a few cases of significant

differences in participation by sexl educational level may be the

key variable. In several other casesvdifferences appear when

controlling for education which were not previously apparent.

Interestingly enough; these were at higher degree levels. In general,

however, education does not appear to affect participation by sex.

5. Productivity

Productivity is measured by publications of various

sorts. These include books, workbooks, chapters in books, mono-

graphs, articles in professional journals, other articles, and.

technical reports. Publications are counted separately for primary

and secondary authorship.

Collapsingublicatioris into categories of none or at

least one, there are significant relationships between sex and primary

authorship for edited books (p = .004),= book chapters (p = ..d5.),, mono-

graphs (p = :05), journal articles (p =4.003), and technical reports

(p = .05). The only significant relationship for secondary author

ship is for journal articles (/) =-% .02).

IINISERT TABLES 16=21 HERE
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In all of these cases, men are ore productive than,

women, although it is important' to emphas ze that in no-Case is

the relationship very strong . For, exampl , looking only at`

primary authorship, we find the following: 11% of the men. have

edited at least 1 book, compared to 4% of 'he women (0'=1.15);',

23% of the met compared to 15% .of the wome ,have written, at

least one chapter in a book (0 = .10); 21% of the men compared

to 14% of the women have written a-monogra h (0 = .10); 6&% of

the men, compared to 48% of the women have itten a journal article

(0 = .1k); 41% of the men compared to'32% if the women have written

a technical report (0 = .10). The stronge

the one between sex and journal articles;

particularly pronounced.

These results should be interpret

this analysis, we are differentiating betw

publication. If we look at the full range

t relationship here is

owever, even this isoot

d with caution. In

en none and at least One

of numbers of pUblications,

the differences in the larger numbers are less pronounced. However,

there are too few of these'cases, and the arginals are too small

to place much confidence in the uncollapse data. It appears that

the "none or some"'distinction 'is a,legiti-nate one, both conceptually

and for purposes of analysis; however, the

differences should be kept in mind.

actual size of the
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4.
Productivity and Primary .Professional Affiliation

If these same relationships are e?camijned controlling

for whether AERA is the primary professional affiliation,,we find

that on primary authorship of an edited book, chapters in books,

and journal articles, the relationship betWeen sex kand productivity

holds up only when AERA1/4is not considered the mayor'afriIiation.

The relationship ,between sex and technical report authorship-, on

the other hand, disappear S for he non-AERA peoPle, and holds up

for those who consider AERA:their major affiliation.

In addition, two new,relationships emerged:These are

betwee4 sex and authorship of workbooks for AERA primary people and

secondary authorship of dther articles for non-AERA primary people.

In all but the last case, the direction of the relationship favors
.

men as more productive. It,appears that therelationshfp betWeen

sex and productivity Is contingent upon type of affilif.tion with

AERA. Further,for most4types of publications, this i true of non-AERA

I
primary people and not ABRA primaries.

INSERT TABLES 22 & 23 HERE

When we loop at the zero-orde7 relationships

S.

between AERA primary affiliation and productivity, we find' that,

although there are few statistically significant results, noft-AERA

primary people tend. to be more actiite as primary.authors This

.

trend reaches significance J= .02) for authorship of ournal

articles and is generally true of other types of publications.

,
'-When it comes to ..secopdavy authorship, the data vary, with some.

cases having greater productivity by AERA people and some showing
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the reverse. This suggests that part of the difference between

AERA and non-AERA primaries is due to the tendency toward low,

productivity among AMA people.

b. Productivity and Education

Controlling for educational level also depresses the

relationship between sex and productivity. The only relationship

remaining 'that even approaches statistical significance is,between

sex and primary authorship of journal articles among Ed.D.'s; (and

this is not strictly within the accepted limits of significariCe

.06). However,' within most categories of authorship, the

direction of, the relationship between seT and productiVity

remains the same--men are slightly more productive than women.

In some.ases, however, women with M.A.'sor M.S.'s are slightly,

more likely to have at least one pUblication than are men of the same

educational level. In some cases,-the trend is also reversed when

secondary,-rather than* primary, authOrship is involved.

It appears, then, that differences in educational

level-also,are an important part of the explanation of sex ,

differences in Productivity, but the tendency to maintain the

direction of differences noted above,when stratifying by highest

degree- indicates that this is not the entire explanationn.

It is necessary at this point to investigate further the relationship

between education and productivity. If educational level and

prialary profesS'ional affiliation are simultaneously controlled,

only two statistically significant relationships remained. These are
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both`. among Ph.D.'s only. "The firit is'a significant relationship

between sex andprimary.authorship of journal articles among non-

,AERA people (p.= .05), with 84% of the men and 66.7% of the women

having at 'least one. The second significant relationship is fol:

secondary authorship of journal articles and this time it holds for AE

, people"only. Sixty-one percent of the men and 31% of the women have

second authored at least one (p=.05). In other words, differences

in sex tend tordisappedr when,both education and professional

affiliation are controlled for all publications except jolirnal

articles. Considering the importance of journal articles in

establishing pro£e.ional reputation, this is an important difference.

INSERT TABLES 24 & 25 HERE

6. 'Multivariate Analysis of Participation*and Produc-

tivity Variables:

)

To'avoid the problem of a reduced number of cases,

while simultaneously examining a number of explanatory factors,

a multivariatanalysis approach was selected. This consisted

of a multiple correlation and regression strategy, limited to a

linear additive model. ¶Once again, the relationships among various

background factors and dependent variables denoting professional

activity, including, participation and prOductivity,were amined.

Previously we examined three types of indicators of

professional activity. These participation in AERA, other

professional participation, and publications of various sorts.

, .
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For this analysis we devised indices of each of these concepts

by constructing simple summated scales. After dichotomizing

the relevant variables into categories of,none or at least

one of the items being measured, each of the measures of

Participation and productivity,were added to give a cumulative

index. The final result was an index of participation in

AERA, an index of other professional participation, and indices

of.authorship, including total, primary,:and secondary author-
s

ship. These,then were used as dependent variablei in the

multivariate analysis simultaneously testing some of the

relationships previously examined individually. (In addition,

they are employed as exogenous variables in subsequent analyses.)

Both participation in AERA and in other professiOnal

activities were used as dependent variables in equations

employing sex, age, educational- level, length of time in

present organization and occupational prestige as explanatory

factors. Although'both equations are statistically significant

(AERA participation:'p = '.01; other participation: p = .001),,

neither can account for a.very large proportion of the variance.
)2

for AERA participation,R = .057. ;n'the AERA participation

equation, educational level and length of time in present work

,°;;!

organization accountifor the largest amount of the total explained

2
variance (the change in R, is .03 'and .01, respectively) and only

educatida1 level is statistically significant (p = .05). Sex,

0

r.
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c
occupatiorial prestige, and age each account for less than-1%

of the explained variance inth.Q.,..dependent varia'b'le. Direction

of therelationships are all as expected--high education and

occupational prestige, extended employment in resent organiza=

tion, and male gender are all indidative of higr3lpaarticipation.

24

INSERT TABLETABLE 26 HERE
6

More of the total variance ip other professional

participation can be accounted for by thtse same independent

variables; however, it is still less than 10%. Educational.

level remains the.most important factor, explaining over'S5%

of the total variancP,-and it is'the only statistic

,.-significant variable (p = .01). How.everti,age-is now the second

most powerful indicator, w ith 2.5% of the total valiance,

-when controlling for the other independent variables. These

r.

results are generally in accord with those of the contingenCy

table analysis.

,INSEF TABLE 27 HERE

Background factors related to productivity wer e

t

examined next. With a scale of overall productivity, includinvn

both primary and secondary, authorship, a total 16% of the

variance is accounted for using,the same independent variables
. .

discussed above. The significance level was .001. Educational

level and sex are the most important factors,explaining 13.3%,

and.2.3% of the total\expIaiQed variance, respectively. Both

it
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t's

are statistically significant, the former at the .001 level

,

'and the'latter at the..01 level.' Direction is as expected, -

7
with a high educational level andjmalergender leading to Wigh

.

_oak tproductivity,i;
.

7 ,

-, INSERT TABLE 28 HbRE

Publications aregenerally considered a key factor
,- ...,..

:-. 0
. in' professional activity and a good indicator of achievement,

especially within the research community. Therefore, additional
..

analysis on this item was considered wor th pursuing. Separate

,scales were constructed for primary and secondary authorship,

ancradditionaindependent variables were introducted into/fie

The totaramount of varianceequation.

that now could be..explaAined by primary aut(horship was increased

)

,'t

-
-- .

to almost ,21 Education and sex still are tirtmost important,
, , !

11,4----4-,,,,,'

'explanatory factors,-accounting for 9% and S 02% of the total
.

v,

HOS

explained variance resPetively. Current salary alsb contributes

close', to 4%. Current salary coupled with education 1.aihe

only statisticallydignificant factors (p = .001 for both). Age

0,

contributes 2% and marital status, number of children, and occupa-

tion prestige add virtually nothing.

INSERT TABLE 29 HERE
0

c

Usifig the scare of secondary authorship as a

I,' .

-dependent variable, there were no statistically significant

-

r'Ofilts, and only 4% of the total variance could be explained.

.%

r.
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The results of these analyses tend to confirm the

findings of the, contingency tables. Sex plays no part in partici-

pation'and a small, but significant, role in productivity.

7. Rewards: Salaries and Promotions:

a. Salary

Salary is used here as one operational

definition-of professional rewards. When we look at entering

salaries, we note a significant relationship between sex and

entering salary. In general, women are more like to receive

lower and men higher entering salaries. Forty-three of

the women compared to thirty -two percent of the men received

under $12,000 for an entering salary in their present jobs.

---- At the $20,000 and abo4e level,men were more than twice as

--likely as women W6Ve*.:j1%) to command this range as an entering

salary in their curientposition (p = .001).

INS4T:TABLE 30 HERE
; i: . .
. SI

.When\welcontrol for highest degree respondent
, 1 1

hd, the relationShipeiaqAbelow the level of significance,
v . - ''' '';" )...

but the trend is generalisame.%,;;',
.

.---- '...., % .._ ,

,Among res bildeftts With\Ph.D.'s men-arp more than
. % -:.t % - -- ..

twice as likely as women to gc i\e $20.,\900 or aboveas an entering,
. ._

.
.

-)
salary (19% men vs. 9% women).i/pdp

\\.

olig Ed,A1 \holders, men are

more than four times as likely amen (,gy,s. 5%) to receive'

k..
$207000 or more, while 11% more woiekthan\meiP.'Syith Ed.D.'s

'. V
8\*,`,, , ', %.\

I'6 ..,

: _. \,, A . ? .
.

S.

0

-..

tk



entered below the $12,000 level. At the'master's level, 14%

.., of the men, compared to less than 2% of the women, entered at

the $20,000 or above level, and women still outflank the men

in the "under $12,000" level by 70.
N.

When we look at current "salary, we see a
I

similar pattern. Sex is strongly.related_to current salary,.

with 5496.'of the men and only 29% of the women earning $20,000

or more; Women exceed men'in both of_the lower salary cate-

gorie;'($12,000 - $20,000, and under $12,000)..
INSERT TABLE 31 HERE

The relationship between sex and current

salary, controlling for highest degree, remainsintact at

both the doctorate and masters levels. Among'respondents

who-hold the Ph.D., 53% of the males, but only 39% of the

females, earn $20,000 or above, while 56ii 6f the women,-com-
.

pared to 39% of the men, earnki between $12;000'and $20,000.

INSERT TABLE 32 HERE

Among Ed.D. holders, 66% of the men vs. 33%

...
.

, ;

of the women currently earn $20,000 or more, and women again

are more likely to be in the lower saYary ranks, SiXty-two percent of
. ,

the women Ed.D.'s vs. 32$ of the men Ed.D.'s earn. 'between ,.

.

-..:, .
.

.

$12,000 ,and $20,000; and more than twice. as many women as men

earn' below $12,000 . .At the master's level, the pattern is

upheld,,with men more than three times as likely as women to be

earning $20,000,or more.

.



- 28

INSERT TABLES 33 l& 34 HERE

'ow

40
4,

When we introduce( length of time in present

organition ±nto the relationship.between sex and salary, 14.e'

1. find the strength of the relationship changes, girt'the

ition remains consistent. Among individuals who have been. id

their current employment setting two years or less, the relation'

ship between sex'and salary is no longer Statistically
Y.

significant. But for those individuals who have been with the`

organization three to ten years, sex is significantly related

to current salary. Fdr the "small group = 67YeyhO have been

in their present organizatons more than ten years, salaries

are noticeably higher for both men and women (83% of the men and 81% of the

women a't $20,000 and above). For those long term employees,

-

the differences at the lower salary levels are lesi than those

observed among workers with shorter periods of employment.,

When simultaneous controls were instituted

for educational level and length of time in present organization,

we note that the relationship betyeen sex and current salary tends

to weaken, but the trend persists.. However, it is particularly

noteworthy that for Ed.D. holders it remains strong throughout
,

r' '
. .

most time periods.

In an effort to pursue still furthbrithe sex

current, salary relationship, we controlled for major

responsibility (i.e., teaching, research, administration, etc.).

Among those teaching at colleges and nnivers4ies, when present
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-

academic,rank wascontrolled, the relationship betweep sex and

current salary disappeared.

Among researchers, the relationship between

sex. and salary is somewhat stronger than the,zero-:oider

relationship. Forty-eight percent of the men vs. 16% of the

Women are'the highest salary group ($20,000 and above),

Ana 71% of the women vs. 38% of the men are in the

mid-range ($12,000 -

$20,000). At the lowest salary level, there were approximately

equal proportions of men and women researchers. (But researchers

tend to be concentrated in the under-40 year age group, while

faculty are evenly dilded by age.).
,

>FOr. respondents in R & I) management and other

.-

primarily_adminitrative jobs, the salary differentes bysex
a .

. .

did-not reatli- tHeThetOsSary level of significance, but the

trend=waOn the_Same:general direction. Managers,. incidentally,

tend to.We concentrated in the over-40 age category..

..

.--
..

. -_,:..:-...
If'lwe-next control for-both primaTrrgsponsi--...%.

, -
.._..A qr

bilitx and educational -level simultaneously, there are. more
,

changes. -Among Ph.D.'s who teach, Ae relationshirbetween-. .

.:_-....:, 3.,

sex and current salary disappearS. Among'Ed.D.'s: however,
4

the relationship becomes stronger and is sighif4cant at the

.02

.... ..

INSERT -TABLE 35 HERE

A
s
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--:Among'researchers with Ph.D.'s, men are more
,;;.

r,-

likely to earn high'salaries, and women more likely to earn

medium salaries. Both-are equally likely to be on the low

range of the salary continuum. There are too few-researchers

with Ed.D.'s to be able to draw any conclusions.

INSERT TABLE 36 HERE

When we look at administrators, however,

we once again see that male and female Ph.D.'s earn comparable

,salaries, but that among Ed.D.'s there is a differencg,with

83% of the-men earning a high salary compared to'SO% of the

women.' These-results indicate that it is neither educational

level, nor major responsibility alone,which causes salary

differentials between the sexes. Sex differentials are

especially pronounced among Ed.D.'s, although they appear

elsewhere as well.

In general, at ev ry,eaucational level, men

. usually earn more than women. While women tend to have

fewer doctorates than men, ey6 when they'do have them,- men-
,

earn considerably inore money, except as faculty members with

equal rank. Thus,'we might speculate that women's failure to

pursue the doctorate as- often as men may be due to their

.
recognition that they donot have much to gain by doing so.

And the Ed.D.'degree particularly seems to Iavor men over

women in salary.-
;



31%

For those individuals whose-current salaries

exceed their entering salaries, there is no indication that

this represents a change in responsibilities for either men

or women. This increase in salary is probably more likely

due to length of time on the job.

This differential in salary levels is very

interesting, particularly when we note that the age distribution=

for men and women is similar, and also that women are somewhat

more likely than men to receive their doctorates before age

35 (combined Ph.D. and Ed.D. 57% women vs. 49% men). v\

-b. Promotions 04

Promotions served as our second,index of rewards.

The relationship between sex and most recent promotion indicates

that- women are almost twice as likely ascmen to have received

no'promotion during their-enire employment period within their ,

present organization (22% vs. 12%, p

INSERT TABLE 37 HERE

COntrolling for length of,:time within present

organization, We note there is nb siginficant difference in

promotions between men and women Who had been in their present

work setting,less than one year. Howevei, among those who had

been employed 1-2 years in their present organization, men

were 14% more likely than women to have received no promotion.

But among the small group of promotion winners, men were

more likely:to have received promotions one to tw; years ago (29%

4.
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men vs. 17% women), while women are more likely than men to have

been promoted within the past year (28% vs. 18%),-Cperhaps

a reflection of recent affirmative, action programs.,

When we examine the ranks of individuals

Who have been in the same organiiation three or more years,

women are more likely to have received no promotions what-

soever. Among'promotion winners-;=women seem to have done

somewhat better only within the past year; although the

picture is not entirely consistent.
;

Controlling for educational level and

major responsibility, we seesa relationship between sex and

time of most recent promotion similar to the one toted between:

sex and current salary. Among Ph.D.'s, there is no significant

difference; however, among Ed.D.'s, males are more likely.-to

have been promoted recently. This is significant (p = .05)

-among Ed.D.'s who teach. Among.researchers' or'administrators,

-the same genera 'end occurs, but fails-to reach the required

level of significance-
.

INSERT TABLE 38 HERE

4
c. Occupational Prestige.

Another indicator of rewards is occupational

prestige. There are significant di'fferenceS between sex and

occupational prestige using theLaumann occupatnal code,* with

A

* laumann, E. O. Prestige and Association in,an Urban Community,
New' York: - Bobb-Merrill Company, 966.

.
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women more often falling in the b categbries'considered

"semi - professional" and men in the "professional" categories.

INSERT TABLE 39 HERE..

Among academics, men are more often full professors and

department chairs, whereas women have a slight edge on

associate and assistant professorships. ;These differences

are not statistically significant however.

8. Multivariate Analysis of Reward Variables

a. Salary

Salary, as noted above, may be conceived

as one operatiorial definition of profeSsional rewards. Employing

multivariate techniques to examine the various factors that con-
;

11

tribute to current and entering salaries, the findings of the

previous analysis are confirmed and extended.

With cdiPent salary as the dependent

variable, and'sex, age. marital status, number of children,

educational level, length of time,in organization, time of

most recent promo;ion, tenure, entering,salaty, productivity,

and AERA affiliation as independent variables, a total of 53.5%

of the variance.can be explained. This is significant at the 114-

.001 level. The major contributing faccorsare age, entering

salary. andsex (change in R
2
is .177, .126, and .107, respec-,-

tively), each of which is significant at the .0i level. As

might be expected, older age, male gender and a' high entering

.0
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salary correlate with high current salary. High educational level

and an extended time in present organization each contribute

approximately 3% of the total exp]Ained variance and are

significant at .01 and .001 levels. Other factoryhat are

statistically significafit are having tenure and not considering

/URA one's primary professional affiliation. These, however,

do not contribute much to the total explained variance. It is

interesting to note that productivity, defined in terms of

primary authorship, contributes less than 1% to salary. This

result calls into question the general assumption that

publications are a major component in professional achievement

and rewards, at least, in this group.

INSERT TABLE 40 HERE
v

Since entering salary is s uch a large

component of current salary, it was used as a dependent.

variablein a, separate analysis. ,However, the most variance

that can be accounted for is'less than 6%.of the total.

Number of children (negatively correlated) and productivity

(positively related make the only significant (but small)

,,- I

contributions.

.b. Other

4 °
ree other indicators ofoprofessional

4
rewards are promotions, tenure, and occupational prestige.

4
Only the analysis using tenure pro ided,interesting results.

Looking only at people aff ated with organizations where

tenure was available, over 4-6% of the variance can* be accounted

br; and almost 44% of this is explained by length of time in

.4
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the organization. Another 1.7% is accounted for by age. All

other factors are negligible, including productivity.

INSERT TABLE 41 HERE

Similarly, using time of most recent

promotion as a dependent variable, length of time in present

organization is also the most important factor. However,

in this case,it accounts for only 3 1/2% of the total explained

variance out of less than 8%. Another 2% is due to primary

authorship;' followed by age with r.8%. Longevity, then, is

once again of importance, although productivity also plays

some part. Of course, it should be remembered that the

multiple R2 is very small, and the portions of the total

explained variance these variables explain are correspondingly

minute..'

'INSERT TABLE 42 HERE

The last indicator of professional

rewards, occupational prestige, is not significant and

i

almost none of the variation in the dependent variable is

e plained by the independent variables. Once again these

results are-congruent with those of the contingency table

analysis.

7/

A
/ ,
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9. Summary:

In summation, among the very limited group

in AERA who participate in governance and other association

activities, the proportion Of.women is increasing, if somewhat

erratically. But activity in AERA generally is limited to a

very small group of women and men.

Productivity differences between men and

women are sligh In cases where they reach statistical

significance, the strength Of the relationships is usually

limited..

nile participation and productivity rates

of men and women show only slight_differendes, the reward system

is clearly differentiated by sex. This is influenced Most by

level ofg education and length of time in the work organization.'

Admittedly,-there is a greater proportion of males with

doCtorates, and more women than men have masters degrees. But

even when women do hold the same degree as their male colleagues,

their salary differences tend to per'sist, particularly among

\\Ed.D. holders.

Some very recent gainsby women--particularly
A

within the last year--are noted in terms of promotions. And

women who are long established in the field (i.e., in the same

organization more than ten years) appear to do as well as men.

0

A
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But women in the less aeranCed stages pf.their professional

lives are'disadvantaged compared,to men-at the same- stages,

. at least in terms of salaries.

In an oversimplified way, we can answer our original research

question by concluding that

1) the most meaningful demographic difference between"women and

male respondents is educational level;

2) participation and productivity differences are slight; but,

3) reward differentials between the sexes are substantial.

Clearly, more women must be encouraged to pursue-doctorates,

particularly Ph.D.'s: The Ed.D.,degree seems to provide little

protection against sex discrimination. Rewards need to be made

more commensurate with professional activity and productivity

levels. This is a serious situation whose remedy must be spught

immediately and aggressively by educators and educational planners.

ca
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`TABLE 6

SEX BY HIGHEST DEGREE ATTAINED

Ph.D. % Ed.D. % MA -MS % BA-BS: % OTHER %
.:,,-,.

TOTAL %

,
.

MALE 110 54.2 53 26.1 15.8' 1 .5 3.4 203 45.8

FEMALE 110 45.8 47 19.6,, 73 30.4 6 '2.6 4 1.7 240 54.2

TOTAL' 220 100 22.6 105 23.7 7 1.6 11 2.5 443. 100:0

CHI square = 17.79296 with 4 degrees of freedom

Significance =...001



TABLE 7

SEX BLIPARTTIME STUDENT STATUS

: FULLTIME TOTAL

_'.LE 117 58.8 ,82 41.2. 199 45.6

FZIALE 69.2J 73 .30.8 237 54.4

702:1, 281- 64.4 155 . 35.6 436 100.0

CkI square = 4.66667 with 1 degree_of freedom'

SLgnificance = .0.3



TABLE 8

SEX BY EMPLOYMENT STATUS .

f

FULL TIME % PART TIME % UNEMP. % TOTAL

MALE _ 185 91.6 11 5.4 , 6 3.0 202 46.0

FEMALE) 196 82.7 28 11.8 13 5.5 237 54.0

. .

TOTAL . 381 86.8 39 8.9 19 '4.3 439 100.0
a

CHI square = 7.56444 with 2 degrees of freedom

Significance =..02





TABLE10

SEX BY SERVICE ON AERA DIVISION COMMITTEES

NONE d
P AT LEAST ONE d

/0 TOTAL . e

MALE 192 94.6 11 5.4 .203 1.5.8

F _-:ALE 237 98.8 . 3 1.3 24o 5l..2

!:;,:r., 1.29 .96.8 . . ,14, 3.2 443 100
- /

CHI square = 4.95711 with 1,d ee of freedom'

Significance = .02



TABLE 11

'SEX BY :MEMBERSHIP ON AERA E TORIAL BOARD

aNONE A, aAT LEAST ONE TOTAL A,

MALE 189

FEMALE 234

TOTAL 423

93.1

97.5

95.5

14 -

20 ,

6.9

2.5

4.5

203

240

443

45.8

N,54:2

100

CHI square = 3.96419 with 1 degree of freedom

Significance = .04



TABLE 12

SEX BY SERVICE AS AERA ARTICLE REVIEWER

NONE % AT Tw.I.ST ONE % TOTAL °0

MALE 189 93.1 14 6.9 203 45.8

FEE LE 234 97.5
6 2.5 24o

,..

54.2

TOTAL 423 95.5 20 4.5 443 100

CHI square = 3.96419 with 1 degree of freedom

Significance = .04

S



4

TABLE 13

SEX 31 PROFESSIONAL SOCIETIES OTHER THAN AERA
a

NUE e
/0 AT ',EAST ONE % TOTAL

r--

nu,s' 9

VELE 27

`.C: `L

4.4

11.3

3.1

194 ,

. 213

407

95.6

8.3
,

91.9,

203

210
.

-4)0,
...

45:3

51i.2

100.0

CHI s are 5.96187 with 1 degree of freedom

3-1,-;nificance = 0.011,6,

O



TABLE 14
c

SEX BY ATTENDANCE OFAERA ANNUAL MEETINGS DURING THePAST 5 YEARS:

tD.D'S ONLY .

NONE a
A' AT LEAST ONE a

P -, TOTAL a
,0

.

M;!JY.

FEXALE

TOTAL .

11

20

,

.314

'.

20.8

42.4i'

31.0

. 42

.27

69

'

79.2

57.4

6910

53

47

100

53.0

-4
47.4

100.0

CHI square = 4.56152 witJY1 degree o freedom

Significance =.03

A

e



a

%
TABLE 15

\vo,

SEX BY SERVICE AS AERA ARTICLE REVIEWER: PH.D.'S.ONLY

NO !% AT
..-

--1ST ONE . TOTAL %
e -

HALE

Fq'MALE

TOTAL,
.

98
;.

108

.

206
.

89.1

98.2

93.6

.

''

.

.

,

12

, 2

1'

14

. .

,

10.9

1.4

6.4

.....---

110

110

220

.

,

50.0',

50.0

lom

. 1
CHI square = 69,17892 with 1 degiee of freedom

Significance = .01

O

ti

, 1

4



TABLE '16

NUMBER__ F BCOICS PRIMARY EDITOR

.

NONE - P AT LEAST ONE .,4

,0 1107..L

. .

e

lit T 1",'

MALE .

TOTAL ..

180

231
.

441

33.7

96.3

92.3

.

23

9

.

3.2

.

11.3

3.8

7.2

.

203

210

443

45.

54.2'

.

100.0

i square .=.3.33130 with 1 degree of freedom

Si,;nificance = 0.0039

.

.4

ss.
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04

TABLE 17

S.

NUM3ER OF CHAPTERS.IN BOOKS FIDARY AUTHOR

NONE /
/0 .

,

AT LEAST' ONE % TOTAL

1;ALE 156

TEMALE 203

TOTAL . 359

76.8

34,6

81.0

- 47

,4, v
g'

37 t/

,

.

I

,. 84

,

23.2

15.4
,

, 19.0
. ,

203

240

.

443

45.3

. .

54.2

100.0

CHI square = 3.79L61 with 1 degree of freedom'

Sigpificanoe = 0.05.14



TABLE18

NUMBER OF MONOGRAPHS PRIMARY AUTHOR

NONE clio

.

AT LEAST ONE 0
io

.

TOTAL %

MALE 160 78.8 43 21.1 203 45.8

.k,

FF..T.ALE 207 . 86.3 33 13.8 240 54.2

TOTAL 367 82.8 76 17:2 443 100.0

CHI square = 3.767L with IC? degree of freedom

SioificanCe = 0.0525

I

p

to

fi



14.

TABLE .19

NUMSER OF JOURJAL ARTICLES PRIMARY AUTHOR

NONE ,i
e,

.

AT LEAST ONE d
10

.

, TOTAL

NALE

FEMALE

ToTAt .

.70

125

195

345

52.1

44.0

133

115

248

65.5

47.9
.

56.0

203

240 ,

4144 3

45.8

54:2
,

100.0

CHI square = 13.12040 with 1 degre of freedom

Significance = 0.0003



7.7

TABLE 20

'.11UM3ER OF TECHNICAL REPORT8 PRIMARY AUTHOR

NONE a
P AT LEAST ONE a

`--...
P TOTAL e

P
.

MALE

PTALE

TOTAL

119

5.

,16 j

232'

53.6;

67.9
.

63.7

.

.

.

.

84

77

161

41.4
r

,32.1
.

36:3

,

.

203

240

443

45.3

54.g

-loo:o ..,

CHI 'square.= 3:71597 with 1 degree of freedom

Significance' 0.0539-

rI

^ f17?'

e.c.)

t.

.2*



TABLE 21

NUI3Eit OF JOURNAL ARTIGLES,SEOONDARY AUTHOrt

. .

NONE" aP AT LEAST ONE % TOTAL aP

IDLE 125 61.6 - 78 . 38.4 203 45.8

4.
.

.
.

FEMALE - 173 72.1 67 27.9 240 54.2

TOTAL 298 67.3 145 32.7 443 100.0

square = 5.04732 with,1 degree of freedom

'Significance = 0.0247

1.
sk

41*

r'"",

;



TABLE 22

4;

SEX BY PRIMARY AUTHORSHIP OF WORKBOOKS: AERA PRIMARY PROFESSIONAL ASSOC.

' NONE 0 AT LEAST ONE TOTAL %

MALE

FS1.6.LF,

TOTAL

o

57

75

132

86.4

97.4

92.3

9'

2

11

1.3 ,

2.6

7.7

66

77

43

46.2

"53.8

100.0

CHI square = 4.6344 with 1 degree of freedom

Significance = .03

= )

C



TABLE 23

SEX BY SECONDARY AUTHORSHIP OF OTHER ARTICLES: NON-AERA PRIMARY PROFESSIONAL'

AFFILIATION

NONE /P AT LEAST ONE p. TOTAL %
. ,

.

MALE

FEMALE

TOTAL

130

.

139

269

96.3

.

89.7

92.8

. 16
.

21

.
,--

3.7

10.3
.

7.2

135

155

290

46,6

53.4

100

CHI square =3.77228 with 1 degree of freedom

SignifiAnce = .05

4

IN.



TABLE 24'

SkX BY PRIMARY AUTHORSHIP OF JOURNAL ARTICLES: NONAERA

PRIMARY PROFESSIONAL AFFILIATION

NONE - a

la AT LEAST ONE
e
A. TOTAL e

/0

gar... 16.0 , 63 84.0 75 51.o

4

FE14ALE 24 33.3 48 .66.7 72 49.o

., .

TOTAL 36 24.5 111 75.5 ' .147 -too

1

CHI square = 5.06776 with 1 degree of-freedom`

Significance = .02,

4



TABLE 25

SEX BY SECONDARY AUTHORSHIP OF JOURNAL ARTICLRS: PH.D.'S,

PROFESSIONAL AFFILIATION

PRIMARY

NONE a
02 AT LEAST ONE %

1

TOTAL
r

MALE

FEALE

TO rd,

13

22

35

.39.4
. ,

68.8

53 8

20 )

10
,

30 ,

60.6

31.3
,

.

46.2

, 33,

32

65

50.8

49.2

100

CHI square =4.51426 with 1 degree o± freedom-

Significance = .03

4

i.



TABLE 26

REGRESSION OF PARTICIPATION IN AEU ON SELECTED INDEPENDENT VARIABLES

Inde ndent Variable R
2

R
2
Change

Educ tion .03025 .03025 5.420

Length of Time in
Present Organiz. .04205 .01180

,

Sex .05034 .00829

Occupation .05554 .00521
V

Age .05727 .0072'

R2R = .05727

F = 3.74180

p= .01

.05



TABLE 27

REGRESSION OF OTHER PROFESSIONAL PARTICIPATION4ON SELECTED INDEPENDENT VARIABUS

Independent Variable R
2

R
2

Change p

Education .05701' .057011.: 10.524 .01

Age .08204 .02503

Length of Time in
Present Organit. .08792 .00588e

Occupation .09273 .0048o

'1'31s< .09439 '.00167

R2 = .09430

F = 6.42047

p = .001

N

a
t



TABLE .28

REGRESSION OF TOTAL AUTHORSHIP ON SELECTED INDEPENDENT VARIABLES

R2 Change F

ri

Independent Variable R
2

Education

Sex

Length of Tithe in
Present Organiz.

Ages

.13365

.15717

.16101.

.16141

.13365

.02351

.00384

.0004a

38.299

7.684

.001

.01

R
2
= .16141

F = 14.86852

p = .001

2
ri

C

C



TABLE 29

1

REGRESSION OF PRIMARkUTHORSHIP ON SELECTED INDEPENDENT VARIABLES, .
r

Independent Variable R
2

R
2
Change

Sex :05476
. P .-,.

Age .07671

Marital Status .07792

Number of Children .08001
,

Education .

.17076 .

Current Salary .204

R
2
14,208

F = 11.29306:

p = .001

.05476

.02195

.00122

.0Q209 ,.

.09075. , 23.083 .001

.03724 ': .14.108, .001

C

a.

4

4

a

ra



eP

1
7

1

.

,

TABLE 0
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SEX BY ENTERING SALARY

4.

. .

$20 ,003 , An A3pVE .
. ,

s
ts312-20,000

. .

UNDER $12,000 TOTAI

13111.3M- P.Z,' ,:.7.'..iT .. -11UM3ER PERCENT 11I.T113 PERCENT I tai3ER P.Z.-t0 ENT

. .

MALE. .46 23:7 86 . 44.3 462 32.0 194 4700

4 '' r
e .

FE !ALE: '23 14.5 102
go

-.46.6 94 42.9 '219 53.0

TOTAL. . 69 A i 6 . i. 188'.. 45.5 - 156 ;* .8P 413 100.0

CHI sauare = 14;13033 *with .2* degrves ;of . freedom-
. . .

,

'Significance = ;0009 .
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.
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.

, .

r

,

4
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TABLE 31

SE:C BI .CURRENT SALARY

4

,;i20,000 AND 'ABOVE $12.-20,000 UND $12,000 TOTAL I

NUM3ER
/

PERCENT NUMBER PERCENT NUMBER PERCENT NUMBER PERCENT

MALE

FEMALE
,

TOTAL

106

65

171

54.1
,

29.3

40.9

4 72 .

,

121

193 .

36.7

54.5

46.2°

18

36

54

9.2
,

16.2

'12.9
,

195

'222

'418
. -

46.9

53.1

100.0.
_

.
,

CHI squgre = 26.75712 with 2 degrees Cf.freedom

.44*."`
Significance = 0.0000

. =

-

°S
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TABLE 32 22.

i

4

SEX 3Y. CURRENT SALARY CONTROLLING FO HIGHEST DEGqE : D . S

ti

. .

I

320,0ai Ai.D.A3407E $12-20,000 \
N,

\ 14)
UNDER $1.2,000

, 1

'

; TOTAle

NU:13E.1. PERCEr.iT NU 1BER PERO :IT
' A

NUMBER PERO E IT NUYLBM PEW E..". reT

'1

FE `ALE

TOTAL

.

;

56

142

.

.53.3

'39.6

,46.4

,

41

59

100

'39.0'

55.7 ',,.

.
.
47,4 :'

8

5

13 .

. 7.6

4-.7

/,,.; 6.2o

105

'106

241"-2100.0
.

49., 3
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, .
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.;-
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Significance - 0.0516

4./

4

Or

...r
. .

. : .1. ; ' .'', ?:'.
.

;
. -..1 . -1,-.

. . .:
".':.\,

- ...I:4
1 ,

..
e

, /. .1. 1 <

1. ' k

4. ,2t .; 5
I. II

0,

.

C .....,
...

..."
.`, : :-

/ .
4 ::. ..,

ter ... ''
1 ' 1. . ... ." '

', i ..1%:: 14":. . ."4-,4 0- . .: ` I. . 4 .
, . / . ,

/ 'er

e
.4

-f
l ''"

,
.

, ";t: 1 .'

. . .
1 ..? .."--.

4
'4, .4';

_,,,,.
1 4 . -.:.

.;

''.. . .!' -- Le . 'v. , .
-, 44 :..1 .- ._.. ..

1 .
s"'.--: . 4

I

. ' 4

' . 1 '.. :!... ......., I.

. :.
.I...

... i
A.

: ' : / '''.4`.
',4: 4

1 1
%NW

1 <
... Pl. 1

'S: .. . ; .I.1
S 71. . .

4. ... ''' , .:... . r '',*1

1

-/e"

ry

./.44

. '

;

4, .

:, . :

' 0



..

4 TABLE 33

SEX 3Y PPRENT SALARY CONTROLLING FOR HIGHtST DEGREE: ED.i.'S

a

_

<320,000 AND ABOVE $12-20 000

.

UNDER S12,000 TOTAL

N ABER- PERCENT NUMBER
. ,:

PERCENT
,. *

NUMBER PERCENT NUIIBER PERCENT

MALE

FEMALE

TOTAL

35

)15

50

66.0

.33.3

.

51.0

17

28

, , -

145,

7

a
32.1

.62.2 .

.

A579

1

' 2

3

41 4

1.9

4.4

.

3.1

53

45,

98

54.1

45.9

100.3

O

. CHI square = 10.43372 with 2-degrees of freedom

Significance = 0.0054
,.)

Sri :"

A
ti

(

c

V

LI

O

A

.1

ow.

0

4



0-

SEX BY CURRENT SALARY CONTROLLING FOR HIGHEST DEX/Ra: KAAIS

$20,000 AND A30VE. $12 -20;000 IRIDak $1,2)000 TOT

NUM3E3 PE.RCENT ir'Ui$3ER paacENT NUBER
,

P'ERCE:IT'
. .

NUMBER PtiCENT....,

MALE

1.4E4ALE

TOTAL
..

.

11

7

,

.
18

36.7

111 4 3

19.6

10
. .

.

31

Lo

.
.

33.3 '1

.50:0

144.6

9

24.

33

30.0
N. .

...

. 38.7

- 35;9

'- '30 :

,..

. 6'"

.

-

.---
,.. 32.,§,

,

: 67./4...

..., ,.
10.,0

--....-
-;.

CHI square = 8.34191-with 2. degrees of freedork

Significance = 0.0154

O

4-"*"

. °

'
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TA3LE 35

SEX BY CURRENT SALARY: ED.D.,S WHO TEACH

cl ,

.

.

$20,003 AND ABOVE
.

$12- 20,000
UNDER -$12,000

i

.

TOTAL
NUMBER PERCENT NUMBER PERCENT NUMBER PERCENT NUMBER PWENT4/

ME

MALE

TOTAL

.

10

31(

13

50.0

2.5

29.5

10

20

.

50.0-

83.3

,

68.2

' 0

1

1

0.0

4.2

.

2.3

,

(

20

24

414:

\

.

, 45.5
(--\

54..5

100.0

0
CHI scitiare = 7.80342 with 2 degrees of freedom.

Significance = .b2

4

4

0 1

r

....a...0.... .1



TABLE 36

SEX BY'CURRENT SALARY: PH.D.'S IN RESEARCH

1 .

-$20,000 AND- A3OVE $12-20,000 UTIDER $12,000 TOTAL

NUM.BER PERCENT ,NUMBER PERCENT NUMBER PERCENT HUMBER PERCENT

MALE

FEMALE

TOTAL:

,

10

3

,t 13

.

47.6

12.5

28.9

5

19

28 ,

42.9

79.2

62.2

2

2

, 4

9.5

8.3

8.9

21

24

45 .

"46.7

53.3

100

CHI zquare =.7.17254 with 2 degrees of freedom

Significance =

.or

C 4
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TABLE 33..

SEX BY TIME OF MOST RECENT PROMOTION

FOR

ED.D.'S WHO TEACH

t
Past
Year

PAST
1-2

TEARS

PAST
3-4
YEAR

PAST
5-6

YEARS

MORE
THAN

8YEARS
'

NONE
NOT

APPL. TOTAL
# % # 7, # % lk 7 # 7 # 7 # % # %

MALE

FEMALE

TOTAL

4

3'

.

7

4

20.0,

12.5

15.9

5

6

11

2.5

2.5

2.5

3

2

5

1.5

8.3.

11.4

6

1

7

,-x-

3.0

4.2

15.9

0

_

1

1

0

4.2

2.3

0

7

7

0

29.2r

1509

4

6

1.0

a

16.7

_

13.6

20

24.

44
,

45.5

_54.5

.

100.0
\

CUT square = 12.41079 with 6 degrees_ of freedom

. Significance'= .05

n tr
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TABLE 39
C

1EX BY PRESENT OCCUPATIONAL PRESTIGELAUMANN CODE.

PROFESSIONAL

.
SEMIL

PROFESS.

) *

TOP
BUSINESS
EXEC.

ASST.
MANAGERS

UNSKILLED
LABOR

.----e'..

TOTAL

# % # % #

,

% # t # % # I %%

I I

MALE A

FEMALE

TOTAL

I

:

171 /

176

347

89.1

_

79, 6

84.0

.

19

.42

61-:

.

9.9 _

19.d

14:8

.

0

.,

1

5

, 0

-

.

-2

0

2

,2

.09

.9-

,3

O

0

1

/

0

.5

.2

191

221

...

412'

,.

46.5

7 5305

100.0

CHI square = 11,76587 with 5 degrees of freedom

Significance = .03

O

/

*a,

..

/

a



4. TABLE 40

REGRESSION. OF CURRENT SALARY ON SELECTED INDEPENDENT VARIABLES

Independent Variable R
2

R
2
Change F p

Sex .10737 .10737 18.201 .001

Age ' .28480 :17743 13.524 .001

Marital Status :28486 .00006

Number of Children
, .28737 .00251

Education .31778 .03041 7.813 .01

Length of Time in
Preseht Organiz. .35192 .03414 14.945 .001

Time of Most Recent
Promotion ' .37132 .01940

Tenure Available :37456 .00324* 6.034 .05

.Have-Tenure
s, .39481 .02024 1'2.242

Entering Salary .52157 . .12676 7:535 .001
t

Authorship-Secondary .52176 ,00019

AERA Primacy Frof'l
galiation .53123 .00947 4.721 .05

Authorship- Primary .53657 .00533,
9

.53651,

F = 26.27336

p = .J001

ft}

4
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TABLE 41

REGRESSION OF TENURE ON SELECTED
INDEPENDENT VARIABLES

Independent Variable R2 R2 Change F
Length of Time in
Present Organiz.

.43765
.43765

, 71.444. .001Age
.45526

.01761
6.631

.01Sex
.46129

.00603
Number of Children .46408

, .00279

'Authorihip-Primary .46702
.00294

Authorship-Secondary .47210 .00019.; .
Education

.46730
.00008

='.46730

F = 22.5692

p = .001

d
ti

0.

0'



TABLE 42

101

REGRESSION OF'TIME OF MOST RECENT PROMOTION'ON SELECTED INDEPENDENT VtIABLES
o

Independent Variable R
2

R
2
Change

Length of'Time in
Present Organiz. .03535 .03535

Authorship-Primary .05600
...

.02065

Age' .07434, .01834

Occupation .07856 .00422

Authorship-Sbcondary .07886 .00030

Education .07903 . .00016

Sex .07909 .00006

.Numbei.. of. Children .07915 .00006
!

R
2
= .07915

F = 3..23404

p= .01

O

I

O

0

7i
a

13.098 .001

p.028

'4.992 .05
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INTRODUCTION

A resolution in favor of establishing a Committee on the Role and

'Status of Women for the American Educational Research Association was

approved by the Council in 1973. The commit eewas formed in early 1974 and

planning began for an analysis of the status of men ,and men within AERA

and their respective roles; The data which folio are one part of that study.

These data ar, based on responses to mail questio aires which.focused on the

multiple roles of women in the educational research co mmunity, i. e., stu-
.

in doctoral programs in education, women as facul, members in
s.

institutions which train educational researchers, and wome as em lo ees in

research organizations 7-,local school districts, state educatio departments,

and.R & D organizations.

The sections of the report,which follow are presented in the o der of

these roles. Section I presents the data obtained from the Student Questio naires.

Section II contains the results of the Faculty Questionnaire. Results of the
. .

Employee Questionnaire are presehted in three sections: Section III, LoCal

School Districts; Section IV, *State Education Iiepartmel; and Section V, R & D

Organizations.

The faculty and employ#e questionnaires were design obtain an

estimate of, the position-anTstatus of women as educational researchers in the

major institutions employing educational researchers. The status of women in

universities 'is especially important not only in terms of their own "employment
Tie first two authors shared eqtially in the developmpnt and conduct of the present
study, the thirdauthor was responsible for the analysis of the data. Appreciation
is due Ms. Pabxicia Stivers and the staff of the Central Office of AERA who printed
ad mailed the qhestionnairesf:"A special thanks is due Ms. Carm,en Ramos, of the
Ford:Foundation, for her assistance in alai' phases of the preparation of question-
naires and the manuscripts forthe report.

I
o
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status but alsp in term of thea'potential influence as role models for both

female and male students who will become professionals in theTheld. Posi-

tion and status were defined in terms of job classification, salary level,

and job-related responsibilities. As with earlier studies of the status of
-a

women in professional fields, the present study hypothesized that job disper.-

sion would differ markedly for memand women within these employment°

settings. It was expected that women would be found in lower administrative

or hierarchical ranks and would receive lower median salaries. Related

questions examined the recruitment sources found to be. usefu by b nployers,

and benefits provided to women and men.
. _
A number of professional associations have undertaken similar sur-

veys (e.g.,American Psychological Association, 1972; American Sociological

Association, 1973; American Economic Association, 1974) and analyzed the

means of combating sex discrimination within 'a profession (American econo-

mic Association, 1973). Similarly, the status of women within the Department

of Health, Education, and Welfare has been examined by the Women's Action

Program (U. S. DIIEW, 1.972) and the American Association.of University W1men

has prepared a Joint Statement \
On Women in Higher Education (AAUW, 1974)

pUfiing forth principles to guide tie education and employment of women idinsti-
..

tutions of higher education.
\

Women as graduate student have been the subject of several recent,

studies. Solomon (1973, 19741 report that since 1950 women have .received
,

.

. .
slightly increasing proportioh of the do torates awarded in the U. S. (9. 5% in

1950 to'14. 4% ip 19711. The 1973 Profil of Doctoral Scientists and En ineerS.

in the United States (National Academy of Sciences; 1974) shows that wom en

n-1-



received nine perceht of the doctorates in science and engineering. Pe'rcent-,

'ages of women doctorates are higher within the fields of psychology (20. 5%),

1 the social sciences (10.9%), and the nonsciences (11.6%). Centra (1974)

cited data shbwing that 20% of thdoctorate degrees in education aiyarded in

1968-69 went to women (13.1% of tilt total degrees across all fields were

conferred oh viomen); lie also presented more recent data which shoWed that f
ri

women received 16% of all earned,doctorates in.1972 and 18% in 197.

r

Studies have also considered the question of bias in admission to

graduate school and in practices during graduate study. Solomon (1973)

cited data from-Stanford anal UCLA which did not indicate bias in admission

in education when the admission rate (admissions/applicants) is used as the

standard. In a later study, Solomon (1974) reported data analyzed-by schools

classified on quality. In'the top.ranked schools a larger percentage of
1

applications from nien were accepted. ThiS survey was based on responses
f.

from deans in doctorate-granting institutions, and had a response rate of about

66% (tOtal sample of 240 schools).

Data on fellowships, scholarships, and teaching assistantships have

'also been examined by sex. Solomon (19 nd 1974) indicat d that women did

at least as well as men when the proportion of fellowships and scholarships

awarded are compared to the number of applicants. Centra (1974) surveyed

3658 wolnen and men who received the Ph. D. or Ed. D. in 1950, 1960, and

1968 (about 81% response .rate). Over all fields, the women were slightly more
;

likely than men to have received a scho ship/fellowship (6110 vs. 56%). Men
\,

were somewhat mbre likely to have t aching assistantships (56% vs. 48%). In

the fieldof education, there mere no s ificant differences between women' and
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, .
men in teaching assistantships (41% women-and 41% men),' research assistant-

, _ ,
ships (21% women and 26% men) or fellowships/scholarships (46% women and

A

41% men). ..

Attitudes about graduate study were examined in two studies.
.

Centra's study of women and men Who .had completed the doctorate found
.

,

equal percentages of women and men who said there,was a faculty rhember who

took a special interest in their'pro'gress as graduate studerAs (about 80%) and

who said there was a faculty member who took a special. interest in -their

professional career after they had,earned the doctorate about 42-44%). Res-

pondents were given eight. items dealing with prOblems in graduate studies,
i

- . / N.

and two of those items dealt with sex discrimination. Of the 1968 gradilates,

15% .of the women (5% of men) said sex. discrimination in admiskion to graduate

school was "a very serious probilem." And 237, of the women (10% of the:men)

said that sex disci-imination whiCh discourages women from completing grad-
N...

#

uate work was a'cvery serious problem." ...

e. .
Hdlmstrom and Holmstrom (1974) used data from the ACE.,/Carnegie

, l /,
Commission survey of 196-g to report sect differences on variables related

to attitudes in graduate school. They concluded that, "generally, faculty
..,

attitudes toward students\ and faculty availability to Students seem'to be impor-
-1 ...-

9'
9

, 14
tant determinants' of student satisfaetion and performance...." (p. 16-17).

The most extensive study, of doctorates is that cited abtve by Centra.
. .

His study encompasses reports by womb and men do-ctorates on graduate
,,

. ,
,''Zstudies, first employment, current employment, publications, marnake and '..

family life, and

,'_,,,, 'women and men

attitudes toward women's tights. Little difference between
1

... ..'
was found in th 1,Ocation.of .first employment. Data on the

1968 graduates 'showed 63%of each group`first employed in four year colleges

f",7)
C._. s ..

,

o
t

t
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and universities`. About eight. percent were employed-in elementary and second-
; /,

ary schools alid 16% in private andnon-profit companies or self-employed.

Federal, state, and local governments, employed another five percent, seven

percent held postdoctoral fellowships, andtwo percent were first employed in

two year college's.

The analysis of rank or position for women and men currently. employedf )il

full time in colleges or universities showed that more men thanwomen were
. ,

presidents, deans, department heads, or professors, about the same percentage

of men' and women were associate professors, and more women were coneen-

triied'in the lower ranks of assistant professor, instructor or lecturer, or

research appointment without faculty status. As Centra points out,

Although these differentials are nowhere near as great as for '
all teachingofaculty regardless of degree eanned, there are
still more men at the senior rank and in adminiitratiye
Positions (p. 57)1,

-Centra suggested that men employed in colleges and universities have been pro-
.

moted More rapidly than-women (p. 52).

The National Acadeniy of Science 1973 Profile of Doctoral Scientists

and Engineers shows sex differences favoring men insalary. The median

salary for men in 1973-was121,170 and for women $17,620. The median salaries

-stfor selected-fields were:,peoltologymen $20,580, women $18,120; social

sciences - -men $20,610, women $17,460; and non - science- -men $23,220, women

'$18,700. Median salaries were compared for age groups. The median salaries

of men and women under forty years of age increased at an approximately similar

rate over time. Between 40 and 50 years of age the rate

continues to rise while the rate of increase for women in

dramatically" (R. 24).
4 .

.
of increase for males

this bracket waned
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Centra's data showed similar differences in the annual income of

women and men. The median income (salary; honoraria, and royalties) for

women employed full time was $17,200, for men the median was $21,600.

In education, the median for men was $21,700 and for women $18,100. When

income was compared for men and women with the same amber of years of

work experience, the differences remained, and the size of the difference in,

income increased with the number of yearsiof experience. With 5-6 years of

work experience, the difference in median annual income was $2, 500; with

13- 14- years, the difference was $3, 600, and with 22-23 years of work experi-

ence, the difference was $4600. This pattern over all types of employment

settings was repeated in the academic setting and within academic rank.

". ,, men who were instructors, assistant professors, associate professors,

professors or department heads tended to have higher incomes than women

at the same rank" (p. 83).1 For example, women at the -full proftsspr level

in universities had a median annual income of $20,600 while men had a median

annual income of $24,200. The .smallest difference betweeh men's and women's

Incomes appeared for those employed by the fecival government.,

Malkiel and MalViel (1973) examined salary differentials among.272

professional employees of a single corporation. This "micro-economic" case

study was useful in studying discriminffon becaude large numbers of men

and women were hired to do the same range of.jobs, and.hence sex cirscrfmina-
/

tion could be examined with occupation held constant. Secondly, the study was

confined to highly educated professional employees, and therefore the sample

was relatively homogeneous with respect to career interests and attachment to

the labor force. The employer opened personnel 'records to examination so that



,

previous experiences and personal characteristics influencing salary differenl-

tials could be examined. Of the 272 employees in the study, 159 were male and

113 female. The rate of return'to schooling was estimated at 8.1% for men and

6.6% for women. The researchers expanded the wage model to include estimates

of individual productivity, the Ph. D. , marital status, area of study (psychology,

economics, etc. ), and absence rate. These a derd variables improved the pre-

diction of salary and accounted for about 75% of the variance in men's salary

levels and over 80% of the variance in women's.

Discrimination was examined in two ways: (1) Do men and women in

equal job levels, with the same chaKacteristics, get equal pay?' This question

*as answered positively. (2) Do men and women with eqtial characteristics

get equal pay? This was answered negatively. Malkiel and Malkiel found that,

: ..women with the'same training, experience, etc. , as men
tend to be assigned to lower job levels. ... We suggestthat
it is difficult for a discriminating organization to give male
and female employees the same titles and pay them different
amounts. It is far easier to assign women to lower job
levels and then set up a pay structure by level that is the same
for both sexes. Thus, our analysis of salary differentials
including job levels should not be interpreted as indicating
an absence of discrimination. The assignments to job levels
can most plausibly be interpreted as the mechanisms'by
which the discrimination takes place. (Malkiel and filalkiel,
1973, p. 704)

Obviously a number of factors account foi` the discrimination found

in the above surveys (differing experiences, productivity, and level of jOb

assignments). Nevertheless-, the resounding conclusion which can be drawn

from:these studies is that discrimination against women is evident in a variety

of academic settings. Several iectnt studies support this-conclusion, and

substantiate the estimates olAliajned in the AEIiA survey which are reported

herein. As is usual with mail surveys; the data which follow are based on
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incomplete returns, I but they do provide information which confirms that

found in most professional fields.

The appendices of the report provide a listing of respondents and non-

respondents fdr each type of institution surveyed, a listing of job titles which

occurred in,each of tbb job status categories develpped for this:study (see

Section Ilrfor a full explanation), and copies of the questionnaires which resr
. I

pondents completed. Despite the limitations inherent in the study, the
k

consistency of these results with other findings provide us with, a firm basis

for the recommendations which the committee has developed for consideration

by AERA.

a

5

, . 1 Questionnaires were Mailed in November 1974, with a followup mailing in
December 111974.
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SECTION I.' STUDENT QUESTIONNAIRES

The survey list of college,s and universities with,doctoral programs

in education was obtained from the publication, Earned Degrees Conferred

1970-71 Higher Education (.0ashington, D. C.: National Center for Educational

Statistics). All institutions listed-as granting doctorates-in education were

mailed a questionnaire (144 institutions). Eight of the 144 responded with an
, ,

.,

indication that the questionnaire was not applicable to their institution. Sixty-
,

nine of the4ifkaaining 136.institutiOns responded with complted or paftially

'completed questionnaires (51% response rate). The data which follow are based
.

on less than 69 institution8 in many cases. This occurred because respondents

t 4'did. not have data available by sex and by full vs. part sltime aps, tb answer
.

. ., , ...
several major que,stions -.:- number of applicants, acceptances'and enrollments,

90

and placements of new dOctdrates in various types of employing institutions,

.
In the majority of cases respondents completing the questionnaire were

chief administrators at each institution (59 of the 69; 86%, were deans; associate

deans, and,department chairpersons). The organizational unit used as a basis

kir responses was either the school or department of education:

-:
Number of Students in.Graduato StUdy

Question 4 in the student questioaire (See Appendix C) asked for the
. .,

number of men and women students in full time and part time graduate study.... . .

' So*me institutions.responded with total enroilments in both MA and doctoral pro-
.

s ,
;.

., -r.giems.
.

The table which follows is based on 39 institutions reporting data for full

time doctoral students only. The table entries are read as follows: two institu-I I . . . ,

"tions had student enrollMents which were 90 -99% female, four institutions
. - .
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- had enrollment which was 80-89% males
-

,le.

Table 1"

Distribution of 'Pereent of 'Men and Women Enrolled i)n
Full Time Doctoral Study -- A Institutions

° .

Percent,
Enrolled

Number of Institutions -

Men Women
'

904-99%. '2
80-89 4
70-79 6

6e/-69 6 ° 3 .

50-59
, 0 -49 *"4.

15
4

7

13 ,

30-39 2 4

20-29
10-19 -- 1

?i3O- -9 2

Total number of Institutions 39 2 39

Total Number of Students 3388 (57%1 2552 (43%) 5940 (100%1

Mean Number tnrolled 86.9' . 65;4 152.3 (total ItIRT,F1

Median Number Enrolled 4 61 40 89

Range . .2-314 . 1-243 4-537

As can be seen frOm the data onithe mean and median, the distribution of the, size

of enrollnientS is skewed and. influenced by a smaller number of institutions

with large enrollments. The distribirteon of institutions by enrollment size is

t -

gixen. in Table 2.

:

f's

A.

I
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Table 2

Distribution ,of Institutions by Size of Enrollment:
Men,:Women,and Combined (Men and Women)

Number of Institutions Combined Enrollment
Number Men .1 Women (Menand Women)
Enrolled N % N %

351 and above
301 -350. 1 3
251-300 1 3

201-250 2 5

151-200 4 '-.,10
111-150 5 1;3,,

8 20
18 46

, .

:..-. ,
-.,..-...--,,. - . ,',....: .

f.
.. ... I

-,... --.....
.s.- . ----... -----:. ,_,:

',Total Number of -- -

,Institutions 39

6 15

3 8

3 8 3 8

2 5 '3 ' 8

5 13 3 ' 8..

5 13 11 28
24 61 10 25

39 10 39 100%

'

e distribution of number and percentenrolled b3rsexin-Tabies

and 2 indicacre that women tend to be underrepresented in more ingitutiang.:-.

than do, m . Thetotal number of students enrolled shtiVs,4,stria.ilei absolutp

Iiiifferene between mars -and fernares -1-;519 Male enr4l1tsilit inct4Offewale:
fr-- ,N, ' . :"--...... " t' 7

- .
f - ,,'

enrollment. Tliis ratio is certainly favo,hable when coma .ed withr.datit on, omen:
.

.w , ..::; - ,

4,- . . -
recipients of dobtorates over aj1, fields: 8.5.,:2.4 tooto.iiiteW,:firi..,14'.1;:offe'x.alk.ar.dgd:%*.....;:__::- -.

. ' . :. -.
women

LI s t: -.--, ...I ,_' .: .. ...--.;.---:, -:,....c.. : . I'-
to men, 14.4% were awarded to women (Solornom.-1$7p):' Educatiioii*.ag,4-1/0c1 ..-,....c: ..:,....

awarded a slightlyhiglier percentage. of doctorates to women -- 20::"...40.t.;:1 4t;---:'7:;-..;-....'"..-....'..7
:, -.''::L:.-....-.:-.-- -'......:.:.;:1--:',

1971 (Solomon, _1973). In' iew,Of these doctoral data, and our own'p.regelltOd.--s-.-: ..;.:7
- : -........,,i;;;;.. :,

later, the over all ratio of enrollments are likelyto be inflated (perhaps ii.k.U.. .3.:V. . '
..,-.1'!*-, .4 I .'.

function of selective response institutions), although it is not possible iiY.'441-';':::: '- , .

by how much. Some increase in the percentage of women doctoral studenis!.i -.. -

. , . :,
",.......--./.; ':''-,,, .

. 41/ . .- 1 v. :has probably occurred over thee last several years. For example, one instItk-.-,i _. , '`:',
.. . -1.0 , . . .- ...- .-

.
. . . :- .
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- . , .
responses to question 7 indicated somewhat differing attitudes Or expectations

,- N , . , .

.. ,, .:regarding completion of "a doctoral program within the average four year ,,'- -`:-.0. `- '..- e- - : . 4 -
.; :. '-: '. period:" ;r .- , , . . : .5...'

. ,. ,
.., , 4,

- c- ..5 :.' ., QueStickti'.7 asked respondents to rate which of the listed gkouPs of. i
1. `\ P).51 -! .,,! . ,., . 1 f

-1 .,.. I .,:::. /.. ; \. . '.' i.", : ; , . , % . . ,, :4 '
% : students "do yoti:feiel are inest.1:ikely to- complete a cloto ra1,2"p f'ogram*wiihin the

,
r

,
specifically commented on Sex bias in rperuitingliy g that sex is

..1.. %
6 .

.
Ici:ionger. a criteria, in recruitment} and that ',11\1.P.,.. This is a change from

-:I- - : '.' '., . 1;.s..... ., ... . ,

-teityearS :ago When,' recrtiitment:efforts ,focuseti:on males."
. ; . ,- , )

; ,,- .
L. A qu,f,imary of the'data in Table 1 on'enrollment.of men and women

,. ... : , . . 5' -' ." - -- ,

students' that 3f of the 39 institutions report a higher ratio of men
.,:,

. ,7 /;:. .'../. .: ..." -, - .

enroll-ea in.:droctoral prograMs3.sixteen of these institutions repOrt.a male
N.)

- ';enrollment-Qf 66% "to .90. ./d I.

\ . ' /:.
. .

: ..'. ' .

. Admisstonf.eruitrrjent, land Support
. .. , . .

question; dealt with age, marital status,andsix as part of the

. admission and.reerultment prpcesses: Al
el..i

oSt.all.ristit'utioni said that there
..5

.1.

:was no age limit for-admission to gradua study." ,Two institutions indicated. ....:"

ageimit-s-of 45 and '55,..-which apply, to both -men and All institutions
,. . (-

, .

itated\that marital status was not a, criterion in adinisSion. HoweVer, the
. .
,

: :,-.: C : ' ;. '!
'1 \ st .

, average four year:period? :(lidnk.order the-groups from+1;40sflikely to 6-
...' f . ..

*, . , .
: . / .

r.i 4: .e... ;
least likely. yr the groups w7re:;single males, married. males, married. ,..

'.t.5. 45 : . . ...5:54 11. q .

5,-, il :
\ 1; ". with childreiT, single femaleS;.; married females, And-Married females with

\ ,.%0,.. -,, .. . .

1 ..- t
':.

=

. .
children. The responses have been grouped-into two categOries -- ranks 1-3,'...;1 ' . :-.-

...,.

Av.%,.. ,,L,.: .. \-... ,,, .. ... .

A %

-e most likely:and ranks 4-6, lest likely, and are repOrted for the categories of,.. ,

10 I
:,,

males
.

,k.t,. ..., 4: t, .7 ,
.

`, '.. \AA'. ';\ , students f,n Table 3.
:...;
.,.

1 .

, .
t!",,

j:1 ' , ., \ '' ^ I *1 : 1 ..
i., .,.;:\ ; :`, '4,, \ -

\ ".."... ,. ,\ :7.
e.
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Type of Student
Most Likely
/1*

Least Likely
N** %

. , --

. Maried Males 39 87 6 13
, 34 76 11 24

ae -Males 33 73 12 27
Martle:c1 Males with children 15 33 3b . 67
Married Females 14 31 31 69
Married Feinales with children 7 16 38 84

!

1,141 Number of times ranked 1-3
NtA Number of times ranked 4-6
-Rankings by 45 .:reipoildents; 6 respondents indicated no difference in expectations
among the six categories, two that no data were available, hnd the remainder did

; not rate or indicated they had no basis for ranking.

I
As shown in Table 3-, the rankings of most likely to complete the program were

given in tharder: married males, single females, single males, married

Males with children, married females; and married females with children (rank-

lng from a high of 87% rating married males most likely to complete, to a low

of 16% 'for married females-with children). For this group of -ratings, married

females with or without children, are considered least likely'to complete the
J 0

doctoral program in`four years.

Question 8 asked if departments attempt to recruit different percentages

of male and female e students. Si lseven of the 69 respondents indicated that, .

.

lino attenti is paid to sex in recruitment activites." As noted earlier, One

igaitution said this was a Change from.the policy of ten'years age; when recruit-

ment effort 'd focused on men. Two institutions rAponded that they did not

recruit for their doctoral 'programs, since they, always have more applicants

41 ef:t. .

%."

4



714-

than they can admit.

Two,questions dealt with financial aid for students -- whntlier aicl was

restricted to full time students and whether marital status and/or parenthood

disqualified students for financial 'aid. Over half of the respondents (40

institutions, 58%).Taid financial Aid vas restricted to full time students. At

most institutions (59, or 86%), marital status and/or parenthood did not

disqualify students for financial aid. Question 11 asked about the median

stipends (teacher/research assistant or fellowshikscholarship) awardea to

m en and women. Fifty-three (77c,0 of the institutions said there were no
4

differences in amount of stipend in either category for men and women. Four

institutions reportdd median stipends higher for men than women, and One

institution indicated that men received less than women.;

Question 10 asked about child care facilities available to students and

faculty.' A minority of the institutions rated child care facilities available to

faculty (7 institutions, or 10%) and to students (8 iristitu ions, 12%) as "fully

adequate." Most of the institutions indicated that no facilities were available

for faculty (37 institutions, 54%) or forstudents (31, 457. The remainder --. .

....
indicated that "partial" facilities were available for child, en of faculty and

\ ' i
students.

voi
_Doctoral Applications and Doctorates Awarded

4---

Institutions were asked to give the number of applications, acceptances

and enrollments in their doctoral programs during the last acasiemic

These data were analyzed for differences betWeen numbe'r of applicants and

number of acceptances for men and women as shown in Table 4. The differ-
'

ences in percent accepted and percent applied were obtained for men and women
'7

_40
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. (i.e., perceneaccepted minus percent applied,were computed for men and

women). the distribution of positive differencs in percents indicates a

larger number of one sex than the other terine of 'acceptances, compared to

their /timber in the applicant group.

- Table 4

Number of Institutions with Differences (Between Percent
Accepted and Percent Applied) for Men and Wome

. -- 34 Institutions

Percent Difference
(Accepted Minus Applied)

Number of Institutions Where Number Accepted
is Greater Than Number Applied
Men Women

10% (and above) 2
9 1 0 1
8 1

3 --'6 2

1
4 3
3 2 2
2 5
1 3 2
0 3 ,3

The distribution of differences in-Table 4 shows three institutions (9) with

no differences between men/wOmen percents of accepted and applied.
r

There are nine institutions (26%) with higher percents of men accepted than.

applied, and 22 institutions (65%) with 'women accepted in higher percents than

they applied. There are various reasons the differences may have occurred

(quality of applicants, different criteria). Nevertheless, a continuation of

these small percentage increment's would gradually incrOw the ratio of women

to men receiving doctoi:ates in education,

1 II
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2
The number of doctorates awarded t education students in the 1972-73

and 1973 -74 academic years were reported Iy 60 institutions. The mean

number of doctorateA per institution awarded to men in 1972-73 was 38.1 and

to women 14.7. The averages in 1973-74 were 86.8 for men and 16.9 for women.

Table 5 presents summary data on the doctoral degrees awarded to men and

women. t.

Table 5 T. ,

Number and Percent of Men and Women Awarded
Doctoral Degrees for GO Institutions

Meh Women Total
N % . N % .

19/2-73 .2285 72% .884 '28% 3169 100%

1973-74 2208 69% 1011 310 3219 100%

The institutions wore compared for differences in percent of doctorates awarded

men and women in the two years. For 35 of the institutions there were in-

creases in the percent of women doctorates froin 1972-73 to 1973-74 (ranging

from 1 percent increases to one instance of a 37% increase). Twenty institutions

sho*ed a decrease .in percent of women doctorates betWeen the two year (ranging

from a 1 percent decrease to a 50% decroase). Five institutions showe ,no

t4
difference between the two years.

r?,
The data for the institutions respqnding to this survey show a higher

percentof women receiving doctorates than are reported in earlier data cited
, .

by Solomon (1973). ifis data showed that women received 20.4% of the doctorates
t 0

. ,. in education as'.4 field, for the,yfars 1969-71,-

I

".0

I
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Placement

Thirty-two of the 69 institutions were able to provide data on place-

ment of male and female graduates into various job categories. These data

are reported in Table 6 below.

Table 6

Number and Percent of Male and Female Graduates
Placed in Different Job Categories as Reported by 32

.1mtitutions for the Past TwoYears
3

Job Placement Males
Category N

Females Total
N

University/College
faculty position 530 45 ,229 r 50 759 -47

, \

.' Post-doctoral
. Fellowships 18 2"419 2 27 2

Industry, non-profit -

organization or self- 4

employed 51 4 '21 5 72 4

School System 08 33 126 28 514 31

State Ageltcy 74 6 23 5 97 6

Federal Agency 41. 3 '10 2 51 3

Other Positions*. 75 7 35 8 110

Total 1177 100% 453 100% 1630 100%

. - .
-e*Employer unknown 205 110 - 315

..,-

The data in Table 6 show a very similar distribution for different job placement

categories for males and femalgs as reported by the 32 institutions with follow-.

up data available on their graduates. The primary difference between men and

women is In the absolute numbers reported. 4-
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SECTION II. FACULTY QUESTIONNAIRES

Faculty questiOnmVres were sent to 144 schools of.education in the

country. Because of the Committee's mandated interest in the position and
A

status 'of women in the field of educational research, the sample was restricted

to only those schools with a doctoral program in education. At first, the res-
,

,ponses to the questionnaires were categorized according to the size of the

doctoral program, i.e. , according to the number of doctorates awarded in 1971.

This disaggregajtion by size was.initially maintained in order not to mask

potential variation by the size of doctoral program. Once the d \ ta were exam-

ined, however, size was not found to be a significant variable. Th refore, all

tables included here are summary tables. As with the student questionnaires,

69 institutions form the basic sample (51% response rate). Since not all insti-
4

tutions answered each.question, the size of the sample varies for the data which

follow.

The purpose of this questionnlaire;was to obtain an estimate of the

participation of women on faculties in schools of education. It was hypothesized

that womenewould dispropOrtionately be found at the lower levels of faculty rank,

but would receive approximately the sanie,pay as men in.those positions since

salaries are rqsst often based upon a say schedule which applies without

regard to sex. Most of the individuals who completed the questionnaires were

either deans, assistant'deans, or department chairpersons. The organizational

unit which was used as a basis for completion of the questionnaire was either

the school of education or t department of education.

Professorial Level, 'Salary; and Tenure Status

Question 4 requested a listing of nien and en in the four ranking
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levels of Professpriakstp.ff within the school pr dekrtment: full professor, .

associate professor, assigant professor, and lecturer or instructor. As 4 .

.. .
,Table 7 reveals,i men and women. are approximately equally distributed at the

rx '
instructor lei/el, 5570 orthe instructors are women and 45$ arse- glen.' A

noticeable shift in the opposite direction' occurs at the next rank of profes-

sorialsorial standing.. Sixty;svven percent of.the assistant professors are men and

33% are,women: The dispersion in favor of males becomes even more

noticeable at the as'sqcfate and full professor levels. Eighty-two percent of
c . .

I. 1

-1,
)

athe associate profZssors and 88% 9f the fall professors re men. ,

Table 7

Numberand Percentage of Men and Women Holding Full
Timpffaculti, Po'sitiOns Acbbrding to Rank at 69 Institutions

Rank
Men

N

4-

Full Professor' .- 1506
Associate 1149 .°

Assistant ProfessorProfessor '. ,976
Instructor . 213

1'ota1 3844

i

-%

88
'82 .

67
45

46%.

Women
INT %

Total

3

208 12 1714
. 254 , 18 1403

485_ 33 1461
256 55 469

1203 24% 5047

. Table.8 offers thd mean and standard deviation of the niedian salary

for male and female faculty members according to rank. As had been predicted,

the mean salary differences between men and women' is not large s ince most

universities adhere to a public salary schedule. The only time when salary

differences might occur betivegn men and women would be at the point ofinitial
5 ,

were
0 ' . t

negotiation of salary and rank.., The data n4 controlled for salary and rank
, ,,, .

at initial contact;with the university and hence nothing can be said in this regard.
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Table 8

Mean of Median Salary and Standard Deviation for Institutions:
Female and Male Full Time Professors According to Rank

Males
Rank Mean Salary S. D. N

Females
Mearf Salary S. 1). N'

Full Professor $21,200 -2.9** 49' $20,300 2.85* 39
_Associate Profe'ssor $16,900 1.9 48 $16,300 . 1.6 43
_Assistant Professor $14, 300 1.45 48 $13, 7.00 1.2 42
Instructor $11,900 . 2.26 28 $10,800 1.8 2G

Total $16,600 4 $15,700 3.8

I *Number of institutions

1

**$2,900, 52,850, ctc.

Table presents the tenure and nontenured status of ipale and female

faculty members according to ra As woulotscl)e expected, most of the tenured

faculty are found in the upper r lks of professorial stand ing. Since few women

are found in those ranks, few omen hold temzed positions.44' In fact, only 11%

of the women in the entire sample are tenured as compared to 50% of the men.

Table 9

Number and Percent age of Tenured and Nontenured
Male and Female Faculty According to Rank at 58 Institutions

Rank

Males
Tenured Nontenu

N

Females
Tenured Nontenured Total

N

Full Professor 146t 84 58 3 204 12 17 1 !1746
Associate Professor 942 67 202 14 224 16 37 3 i 1405
Assistant Professor 15 761 53 130 9 337 23 1438
Instructor 30 4 327 45 22 3 343 48 j 722

Ill/
Total 2649 50% 1348 25% 580 11%' 734 .140 5311

r),



-21-

Hiring Policies, alaternity/Paternity Policy, and

Is

Recruitment Sources

Question 7 shows that the old rule against nepotism has fallen by the

wayside/ Seventy-ight percent (53 of 69) of the responding institutions

indicate:th`at" husband and wife may be appointed in the same department or

school. In question 10, most respondents said that women publish with the

same frequency. as men (45 of 69,65%).

Ninety-one percent of the respondents (63 out of 69) indicate that their

university has adopted an affirmative action plad., Figures on the adoption

of a maternity and/dr paternity leave are also quite revealing. Fifty-three

of the 69 (77% responding institutions (with'7 indicating the question was

not applicable) have adopted a maternity leave without loss of benefits or
*nay

position, while only 6 out of 69 (9%; 9 not applicable' of the responding,

institutions have adopted a paternity leave.

Recruitment of men and-women to a university faculty is done in exactly

the same way, according to most of the institutions within the, sample.

.ties rely most heavily for reciuitment upon their friends and co' feagues in

other institutions. Second in importance for recruitment purposes are the job

advertisements posted in graduate schools. This is followed by the placement

service at professional:Meetings, and lastly, placement Offices at universities,

The Chroniclg of Higher .Education, and applicant letters of inquiry. A-gain this

appears to be a domain where practices are not patently 'discriminatory; their
so

results, however, appear to be. As shown earlier, in Table 7, 76% of the full

time faculty member's are men'and 24% women.

. 71)
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SECTION III. SC11001, ,DisTRIcTs

QUestionnaires were sent to 189 school districts in the country. This

,

sample was drawn from the listing of school districts rankeaby size of student

population in the Education Directory: Elementary and Secriary Education,

1973-74, Public School Systems (DI-1,EW (OE) '74-117101). All districts with

I

student kopurations of 25,000 or.above received a questionnaire. Of the 84

questAnnaires returned, 15 wer received from districtg with a student .

47
population of 100,000 or above (hereafter labeled large districts in'the samples, ,

I .

33 were received from districts with a student1populatiQn of 50,000 to 99,999,
#

(hereafter labeled a medium sized district within the sample), and 36 were

received from districts with a student population of 25,000 to 40,999, (here-
_

after labeled a small sized district within tfie sample). A complete listing of

all participating school districts has been included in Appdndix B.

A series of six job categories. fined' according to rank of job title and

Imagnitude of an accompanying salary were eenstructed from the responses to
N

thequestionnaire. These categories were sea for the analyses of data from

all organizations employing educational researchers (i. e state education

departments, local school districts -- large, medium, ayi small, and federally

Or privately supported research organizations). Even though the list of jab

titles and salary ranges varies by the type of organization analyzed, a

hierarchical commonality appeared.across these orgapizations, and hence the'

categories were consistently appliecI throughout.

The coding of-the six categories he title and salary of the chief

administrator as a ba e. Titles and salaries most clearly indicating chief

manage responsibility were ranked "1." The categories which fell below
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A . ,

r in the hierarchy were established by comparing the salary differenoes and
A . y

tim *1 title positionp icit rank differences by job title between the "1" position and the next.

0

The salary 'ranges and job titles used to establish the other-categories Were:

Category 2 - Category 1 minus up to $3, 999,; and middle level
t

administrative-authority or senior research authority

. within the organizational unit;

Category 3 - Category 1 minus. $4,000 $7, 9991 and r9-.

search staff position without administrative authority; .

Category 4 = Category 1 minus $8, 000 - $11, 999, a

secondary fesearch position;

Category 5 - Category 1 minus $12, 000 - $15,000, and a#

staff assistant position; and
1. . , -.

.
.

I . Category 6 - Category 1 minus $16,000 or more-, and again a
l

staff assistant (no clerical'or secretarial positiou were

coded).

It is not possible to extrapolate educational requirements for these

positions from these data and henbe one cannot assume that a doctorate in

educational'research is d' required or prefefred requisite forany of these

Vevertheless,'it is reasonable to assume that many of the indivi', ,

,I
duals who hold these positions may be members of AERA, and, therefore, Of

interest to the Committee on Women.

Most of the indWiduals "(approximately 80%) who completed the question-
O

-

naires hold positions with administrative authoity within the research and

development office's in the school districts. A representative listing of these
. ,

rid

.
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Vies; as well as those for R&D4vrganizations and State Education part-

ments, can be follnd in Appendix A.

,

The organizational init which was used as a basis for completion of

the questionnaires was either the evaluation or research and development

office in 77 of the cases. Only in the smaller school districts_ did a shift

to the entire central office staff occur. In 7 of these; the response was

based upon the entire staff.
e

Salary and Job Category

. -

Responses to questions 4 and 5 have been combined fo the purpose

of this analysis. Question 4 asked forthe number girl/len and women within

j-ob categories. Question 5 reduested the median salary of women and men

. in the job categories listed in question 4, The categories as described above,

range from 1 (highest) to 6 (lowest), in rank of status and salary.

A summary. containing the median salaries by sex and category 'cal;
,,

be found in Table 10. piSaggregations of small, medium, and -large sized

districts were maintained in order tb display the Variability that exists between
01,

these sizes. With the exception of category-3.r the small districts quote

.smaller saltries within lob categories. .Wortunately there control-,,---, - ----...-
. . - .- - --on longevity within position or on different ialaryi&hedules (e,,, state

---. --:---, -..
--:. -. --. --,,,. -..

versus teacher scales) and therefore an interpretationefltie reversal in

pattein at category 3 cannot be suggested.
o
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Table 10

Median and Range of Salaries by Sex and Job
for Small? Medium, and Larq School

1.

. .

,I ' '"t
1,1 r. .
1 . t, /

t7;*

4

Status, 0atephr

Job status Categoty 1
MenSize of 1 I

District N' Median Salary i Range

1 . t.,. r:
Large ..-: $24,385 i -$20, .i05-

1

' .34i 000
l' :

31 $23,901 i $16,60-
37,1700

L.
Small 28 $23', 259 $17, 46-,

32,470

Medium

71 ;

t

*,

rt -'7%
,;, A t

tr

/ 17,,

t,
'Women

N tan Salary .:Mange

9)3 $16,000,,

7, \1248.42

4 ,

5 \ $21;139

.15
I

$12,200-
, 26,000

$12., 000-, /
25 598

$17, 800-
25,000 t

.1.- ,, v. , .
Job, Statit.§ CategcVy 2

Men.f: 1..2 .' 1`..'

N Median Salary '.illange 1 ". N
-,_ ./\., ,.. 't

1

Large
7

14 $21,850 4i6,\500-1
', '29; 7a6.,...
... ', s..... v

Medium

Small 13

..;b

19 $20,300 , 0- . 144.4"OW' O./
. ' ,k

Y.

Woinen
Me'clian Salary

46

$18,810

r

Sib, 500'

Job Status
Men

N Medan Salary Range

$19,500

$19i7.49

'.,$19,855

Category 3, '

Vongn,
N Me dkait'SM a ry

. Large $20,057

Medium 22 $17,118

,

Small 13 $17,015

46

$15,000-
24,492

9 $18,\330

\
$t4., 6'25$13, 000 -, 11

23,818

$144,000- 7

20,269
27

fZ A

$17,550:;\

Range

$14,175-
24,000

$10, 500-
26,300

$18;000-
25,000

Range

',$14,281-

$ 1.9;60-
. 23,225

$3;3;000-
22,000
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Size :of Men.

District N Median Salary
/ ti

Large 3 $13, 402

-26-.

Job Status Category 4

Medium 9 $15; 500

Range 4

$1b, 000
27,176

$11, 000-
18;8.92

Small 5 $12,00/ $ 9, poo-
15', 044

17

A

Women
N Median Salary Range

5 $14,744 $13;000-
19, 000

6 $14,422 ,$10,500-
19;676

7 $12,295 $ 9, 006-
15,044

!N \
,TOW. ' Job Status Category 5
vr

-...' Ment Women,
:bT ' . Median Salary _. Range N Median Salary Range

. A' Jr' , - -
4: ; ." .

Large .2 . :' : : - 41.4, 044 $12, 000.7.. ,1 .; $12,000 $12,000-
. -:.--oh.

.......... ...

Medium

...

- 14,000

Small , 4 $ 8,680' $' 070-
112.,000

r
8 . ..

6

9

$ 9,500 $ 7,000
-12,000

9,430 $ 7, 000-
'. 12,000. -.

\ . I:Seventeen percent of the districts rcpert_ women holding category 1 posi-
. t

tions. The median differences in male/feinklie . salaries in this category range
....

. ,:,
from $5,385 in large districts (favoring men) toKi059 in medium sized districts'

.

(favoring men) to $2,120 in small.sized districts (again favoririg men). (N. B.:

only a small number of districts repoit women at this level and therefore the

salary-differentials may be skewed .,) Female salaries range front a low of

$12,000 to a high of $26, 000 while male salaries range from a low of $16,000 to

a high of $37, 700.

t -
t
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Tiirty-two percent of the districtp report women holding category 2

positions,. The median differenceaifin male/female salaries in this category
.

range from a difference of $2350 in the large districts to $551 in medium districts.

(favoring meni40. $1045 in the small districts (favoring wonien)'., (Again the

reader is cautioneto note the small cell sizes.) Female salaries range h.om

a low of $1b, 500 to a high of $26,300 while male salaries range from'a low

of $10,000 to a high of $29,196.
44,

Twenty -nine percent of the districts report women holding category 3

positions. The me'dian differences in male/female salaries in this category

range from a difference of $1727 in large districts to $2493 in medium' districts

(favoring men) to $535 in small districts _(favoring 'women)t.' Female salaries;
z.

range from a low of $9,160 tb a high of $24,492 whilethale salaries range-- r

from a low $13, 000 to a high of $24, 492.

Fifty-one percent of the :districts report women holding category 4

positions. The inc..clian differenoes in male/female salaries in'this category

range from $1342 in large districts (favoring women) to $1078 in medium

districts (favoring men) to .$295in small districts (favoring women).

Female 4alaries range from a low of $9, 000 to a high of $19,676 while male

salaries range .from a low of 0,900 to a high of $27,176.

Fifty-three percent of all the districts report women.holding category

5 positions. The median differences in male /female salaries in this category:
,range from a difference of S2044 in large districts to $2000 in medium districts

(both
., 1.

.', :
favoring men) to $750 in-smalrdistricts (favoring women). Female salaries

, , .

.i i-range 'front a low of *1,000 to,a high of $12, 000 WI* male salaries. range from
-:. q

(.a low of $8,070 to a high of $16,188. rp
It

4



The hypothesis that women are found more frequently than men infthe

lower ranking positions in a R&D or evaluation office in a school district

is substantiated for our sample of school districts. In addition, in each

category, women's salaries fall within a lower range than did'men's. While

the median differences in salaries between men and women are not great with-,

in most categories, these figures have not been controlled for longevity

within position and therefore caution must be used in interpreting their

significance.

Another perspective on occupational dispersion within each categorY

for men and women is offered in 'Table/11. This table displays those districts

which report solely:males, solely frales, and Temales and males jointly

in eadh job category. As the data above suggest, most districts within

category 1 and 2 report only men in these.positions. This trend is reversed,

in the lower job classifications.

Ark
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Table 11

Occupatiotwl Segregation by Size of District
Within Job Status Categories

Males Only Females Only Both M & F Total
-CATEGORY 1 N . % N % N ch N

CATEGORY 2

CATEGORY 3

Laige -

. Medium
Small

CATEGORY 4

0 1 13
7 44 1 6

9 56 4 25

.., .

Large 9 75 17 1 8 12 100
Medium 23 77 3 10 4 13 30 100
Small l8 85 .4 12 .1 3 33 100

Large 5 . 36 2,, 14 7 50 14 100

Medium 13 76 0 4 24 17 100
Small 11 69 3 19 2 12 16 100.

7 87 8 100
8 50 16 10.0

3 19 16 100

Large .1 17 50 2 33 C 100
Medium 3 . 33 2 22 4 45 9 100
Small' 1 . 17 1 17 4 66 6 100

CATEGORY 5

Large 1 504 0 - ' 1 50 2 , 100

Medium 1 33.3 1 33.4 1 33..3 3 100
Small 3 38 1,- 59 . 1 12 .

%
8 100

46?

Ihe



.

-30-

Responsibility, Affirmative Action and Benefits

Most school districts (55 of 84, or 85%) report the assignment of

women to management responsibilities with the same frequency as men (Table

121. Many school districts have adopted affirmative action plans (57'of 90,

or 60%, see Table 13).

Table 12

Assignment of Women to Management Responsibilities
With. ame Frequency As Men by Size of DiStrict

Size of
District Yes No No Answeit'

- Large .13 - 2

Medium 21 7 5

- Small . .
3 12

Total 55 10 *19 :-
(85%)

S

Table 13

District Adoption of Affirmative Action Plans

Yes No No Answer

Large
Medium
Small

7 5 3 -,

22 9 2

22 12 2'

Total 51 26
(69%) ,
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While all (100%1 districts have adopted a maternity leave plan without
.tv

loss of benefits, less than half (26of 84, or 31%) of the districts report a

paternity leave program.'

.

I

Table 14

District Adoption of Maternity Leave Plans,
,

1
Paternity Leave Plan

, ,

.

Maternity Leave
Yes No No Answer

Paternity Leave
Yes No No Answer

Large 15 15 .
0.. 7 8

Medium 33 10 21
Small 36 9 ,, 25 2

I

Total 84 26 54 4
(100 %) (31%)

6

Most districts report, that men and women are recruited into new posi-

tions through the same channels. Listed most frequently as sources for new
. .

personnel were friends or colleagues, university placement offices, and

advertisements posted in graduate Schools.

I.

.,

L.

i-

Or

r
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.SECTION IV. STATE EDUCATION DEPARTMENTS

Questionnaires were sent to each of the fifty state education depart-

ments (SED) and the education departments of six territories. Twelve states

returned blank questionnaireS or letters marked not applicable, no educa-

tional researchers, or indicated no job titles as educational researchers

(Alabama; Alaska, Connecticut, Florida,'Idaho, Louisiana, Missouri, *New

Hampshire, Vermont, _Washington, Wyoming, and the Canal _Zone). No

responses were received from the states of Colorado, Hawaii, Kansas, Maine,

Nebraska, New Jersey, New York, Tonuessee, Texas, Utah, Wisconsin, or

from the territories of American Samoa, Puerto Rico, and the Marianna

Islands. The response rate for the questionnalke was 73% (41/56), but the

effective,sample for analysis was based on the education departments of 28

states and two territories (54%). These 30 SED's provided job titles and

salaries which the education departments themselves defined as "educational re-

searchers."

The majority of the persons completing the questionnaires were in

management or supervisory positions, as indicated by job titl es of Director,

Associate Director, Assistant Supeiintendent, etc. (78%). The organizational

unit used as a basis for response varied, from bureaus, divisions, office of

research, evaluation and planning, to the nine states which responded on the

basis of all professional education staff in the state education department. Des-

pite the disparity in size, the questionnaires have been

While total numbers of,inclividuals ar& sometimes give

analyzed as one group

in the analyses, the._

'* Completed questionnaires received after/data analysi completed.

r-
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focus is on the percentis.within state organization, which provides a basis for

* . . p
comparison across organizations 'regardless of the number of individuals

,

involved. 0

Job Titles and Median Salaries.,

Respondents were asked to give the number of full ancIpart time profes-

sional male and female educational research staff 6y job title and to 'show the
-. .

'median salaries for each job-title., The data which follow are based on full

time positions (only three states noted part time educational, research
41,
?

P

.1.

positions, primarily consultants). The same categories described previously

(pg. 23) for School districts were used in this analysis: one (highest in status

and salary) to five (lowest"in status and salary). (No category 6 positions
-1 ...

were reported. ) .c,
..,

Table 15 shows the number of states reporting males only', females

only, or both males and females in each category of the job status hierarchy.

ts°, Table 16 presents 'the number of men a ild women in each job status category.

1' t.

,..

rt 1

.,.

A
III

..

a

5

....-gen,,



-34- 0.

Table 15

Numiper of States Reporting Males only, .Females only, or Both
Males and Females in Job Status Categories

;Jo Stbtus Males Only Females Only
Both Males
and Females

TOtal N
(of :,tes1

Categ N .% 1\1 % N % N %

1 (highest) 22" 81 1 4 4 15 27 100

2 7 44 1 6 8 50 16 100
. \

3 8 38 3 34 10 48 21 100

4 2 17 3 25 7 58 12 100

5 (lowest) 1 20 3 60 1 20 5 100

Total 40 49 % 11 13%. 30 37% 81 100%

Table 16

Number of Men and Women in Categories 1-5:
SED's

Job Status
Category

Men. .
N % ,0

Women
N %

Total of
Individuals
N %

.

1 (highest) 52 85 9 15 61 106

2 69 81 ..16.' 1.9 85- 100
40

3 -- 179 63 105 37 t 284 100

4 24 59 17 41. 41 100

5 (lowest) 2 15 11 85 13 100

Total 326 67% , 158 33% 484 100%

3 3

p.

14-



-35
A.

Table 17 presents'the median and range of salaries for men and
.I

women by job status category. The medians are based on the number of

different salaries reported by states with employees, in the job category. *
.1

Table 41
kr

Salary Median and Ra ge fo Men and Women
in Job Status Categories: SE D's

6

Job Status
Category N*

Men
Median Range

Women
Median Range

z.

1 27 $21, 200 $15, 000 -28, 577 $19,.62.5 $15,000-25,000 "`
2 16 $17,840 $13,660-24,000 $18,000 $12', 840-24,000
3 21 $16,250 $12,000-21,000- $15, 000 $10, 800 -21, 240
4 12 $12,773 $10,329-18,000 $12,660 $ 9,612-16,900

s-5 $100450 $10,200-10,700 $10,000 $ 8,726-10;200

Tables 15, 16, and.17 shovP a consistent trend: in most states, wo e

are, in low rather than high status jobs in terms of salary and job titles. Where

is only one state in which a female educational researcher holds the highest

job statue category, compired to 22 states (81%) where men are exclusive

holders of the highest status and salary reported for educational researchers.

In terms of absolute numbers (Table 16) ,' men are consistently found in

higher status job categories,with 85% of the top job status category male and

15% female. This.ratio4is exactly invetOod for the lowest category. Over all

job categories reported in this survey, there are three men employed in SEWs

for every .wdman,(,126 Men and 158 women).

Table 17 shows the median salary for men in the highest job status-
,

category as $21,200, with the range in-tbat category from $15,000 to $28, 577. The

median for women in the same category is $19,625,' with the range $15,060-25,000.

*13ased on states' rathe5 than individuals, sihcc the state as a unit is more repre-
sentative (i. e. , the data,' using individuals -is weighted heavily by 3 or 4 states having
large numbers of individuals in, a particular category).
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Even though data on number of years experience for individuals were not
-\

collected, the absolute data on numbers of women in the top job status

categories and the salary differences can stand on their own as evidence of

present or past discrimination.

Responsibilities, "Affirmative Action and- Maternity/Paternity Policies

SED's were asked whether qemale members of your professional

staff (are) assign'ed program/project management responsibilities with the

same frequency as ma members of your professional staff?" A majority,

21 (70%) of the 0 SgD's said yei, ohe said no, and 8 did not check a res-
..

ponse. These responses are not consistent w4 the data on job, status and

salary distributions for women.

Ninety percent (27 SED1s) indicated their department has adopted an

affirmative action plan. Three states (Georgia, Guam, and Vi rgirrThlands,)

answered no, and two states indicated the affirmative action plan is informal

or in the process of being adopted (Maryland and Minois).

Question 9 asked whether there were maternity and paternity leave

policies-- Table ;8 shows the responses.

N Table 18
0 .

SED's with Maternity and Paternity, Policies

Yes . No No Answer Total
N % Nr PA, N %

Maternity Leave? 24 80- 2 7

Paternity Leave? 6. 17 18 60
4 13 30 100
7 23 30 100

se.

0

4?

r
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a
Maternitileave'po' Hetes (withdut loss of status and benefits) are generally-

p
., i

,..
available for women. However, these policies' do not apply equally to men;

, 4..

only five SED's said that palernity leave'policles are ava ilable for meq..

.1

Recruitment Sources p ,

Table 19 Shows the recruitment sources which SEtTS\have found

most useful for recruiting "new,

staff' (duririg the pasktwo years)

entry level, male and female members of your
,

. Twenty-four (of the 30) states answered

this quedtion, marking from one to three sources for men apd women 'separately.

4

+./

-./

. ,
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Table 19

Number of Recruitment Sources Marked
",most useful" for Men and Women:

SE D's

O

SOurCe
-, Men

ItT

,Friends or colleagues.
in universities

Placement offices

Placement Services-.
professiOnal meetings

1

Responses to lob ads
- circulated to major-
graduate schools of
education

disciplinary journals

-Educational Researe

-Chronicle of lligher
Educatio,n;

0ther*.

Women
N

Total
N

'17 18 35 38%

14 12 26 29% .

5

5

1

7

3

1 1

Ailw

4

Friends or colleagues in universities are still the source considered most

useful by SED's. The states show some reliance on state personnel and civil.

.servfcd.offices.

4

*Ste Personnel Division, walk -in applications, State Civil Service,
Affiimative Action Posting.

d".
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SECTION V. R & D ORGANIZATIONS-

--The sample of research, and development organizations employing
,

educational researchers was developed from the'National Institute of Educa-

tion's list of R & D labs and center and by searching the addresses of

members of AERA given in the 1971-72 Directory. Of the 59 questionnaires

mailed (20 R tit D labs and centers, 39 other research drganizattons), replies

were received from 35 organizations (59%). Ten organizations stated they

were not basidally in educational research, did not have adequate staff to

iProvide sala-ry data, or that salary data v4,3s not availhle because of company

poliCy. The 1 tter were not inept, in the analysis, and the data which follow

are! based on the questionnaires completed by 25 R & D organizations (42%

of fheoriginal mailing). Respondents and nonrespondents are listed in
; 3

Appendix B.
I

m
. _1

ii The p ons completing the questionnaires Were at the management _.

i ...-

levit: is indicated by titles of Director, Associate Director, and Coordinator
,4 ,..

Of Rqsearch and Evaluation: The organizational unit used to provide data
h1\ ;.:1 ; I

vakied*ona the entire organization to the research and development division,
\ \ , \

to s\giallerimies, 'e.g. ,2Policy analysis services\ \%.1,:.-: 1 \
\.'..',AV't *: '

Job Tit14;4MeciialSries---
..,,,, 1

re'i\`,\ ".*:;,, c.:.
Qtfik-W,IA4 retNe,sted the number of full and c_art tirneprofessional educa-

% %... ., . , 1
- . I-4, N , V . , -.,

tional reseal0Ataff b W,, title, and question 5 asked for median salaries by4-.i,.\ ,-,' ,.....,,; .,
, \ i .,

job title for ma \and feTrielile. Because of the limited number of employees
. \ \-, , -- ,,, .. ..e.'\ \ ` '`'' krk

e
..

in part time clas \ .00s, tb data which follow are biased on full time posi-
I N ,

tionS only., SixijObtatiisicategOties ranging from one (.highest in status and
. , .

\-.;

salary) if..20..glic!!)Owest inAstatus.., d salary) are reported on the basis of these
- ..- ,.- , a . t,,,.iV-- , . /-,,

. v.) r-;
)..); \"(4. ev .:..' /'.?o ...'y , 't *
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data. (Sce.spage 23 for a description of the categorizing procedure.)

Table-20 below shows the number and percent cif R & D or nizations

with job titles in each category of the job status hierarchy heldby males

only, females only, or both males and females

Table 20

Number of R'& D Organizations Reporting Males only,
Females only, or Both Males and Females in Job Status Categories

_MalesJqnly_geinales Only
Both Males
and Females

Total N
of R & D Org.

,
;,-%

....

_

Category ts NT- % N %--6----1T-'---241 N .' %

10
1 (highest)

2

3

4
(--

5

6 (lowest)

7

4

4

.
35

21

28

21

--
.

1

1 c,

1

2

.

4 .

ittA.,

. 5

'5

6

11

40

33

12

14

12

13 ..

6

2

60

74

66

68

60

67

19

17

17

17

9

3

100

100

100

100
1,',...,

100

100

Table 21 presents the number of individuals, men and women, in

each category of job titles.

y--
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Table 91

Number of Men ant Women in Job Status Categolies:
R & D Organizations

,

Category
Men

N %

,/
Women

Total Number
of Individuals

N %

1 (highest) 207 88 28 - .1.24. 235. 100

2 278 74 ; 97 26 100
41.*)

43
197 69 100

4 19L 40 290
,;

6Q 482 100

30 29 73. 71 103 100

6 (lowest) 10 19 42 81 52 100
I r

(
Total 914 60% 617 ^ 40% 1531 fob %

Table 22 describes the median and range of salaries reported for

men and women by job status category.

Table 22

( Salary Median and Range for Men and Women
In Job, Status Categories:

R D Organizations

Job Status
Category N* Median

Men
Range

Women
Median Range

(highek) 20 $30;000 $20,00b-38,200 $26, 2,00 $17,262=31,743

2 19 $22,164 $17,600-32,400 $18,700: $13., 500-27,600

18 $17,500 , $13,620-26000 $15,950. $ 8,922-20,750

4 19 $13,350 $ 9,800-22,50Y $12,368 $,7,320-19,500

5 10 . $10,200 $ .8,640=1.3,000 $10,852 $ 6,900-15,241

6 (lowest 3 $ 9,625 $ 8,474-11,957 $ 93156 $ 8,400-12,492,.
.

*Number of R & D agencies with individuals in the job category.
.
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The data in Tables 20, 21, (And 22 present a consistent picture of .

lower status and salaries for female as compared to male employees within

the R & D organizations. Table 20 shows that there are seven R & D organi-

zations with males only in job status category 1; conversely, at the bottom

, -
of the job status categories there re five R & D organizations With females

,
-

only in categories 5 & 6 (none with males only). Most organizations do have

both men and women in each job category, but where there are men only

and women only, women are found in the lower ranks in employment status
. .

sala;ries.
. ,

In terms of absolute numbers, there 'kre 914 male (60%) and 617

.

. female (40%) employees in the R & D organizations in the sample. The pro--
portions of men and women within the job status categories do mot reflect the

!overall 0-40 ratio, however. The percentage of men in the highest job

a ,-itatus category is 88% and the percentage of women is only 12%. There is a

1

%`.:

-pOnSistent decrease in the percentages of men for each category, to a low of

leo- for category 6, and a corresponding increase in fhe.parcentages of women

'Tor each category, to 81% in category 6.

Similarly, the salary datT in Table 22-are unfav=orable for women when'

compared with men..) With only one exception (in category 5) the median

salaries repOrted for males within categories are higher than those for females.

In category 1, for example, tlie male median salary is $30,000 and the female
,

median salary is $26,200: The salary ranges reported also tend to favor men

consistently within each -job status-category (with the exceptiop.of the two loiest

job status categories, 5 & 6).
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Responsibilities, Affirmative Action, and Maternity/Paternity Policies
,

.-.; When asked whether "female members of your professional staff (are)

assigned program/project management responsibilities with the. same fre-

quency as male members of your profesgional staff," sixteen R & D organiza-

ti6ns said yel (64%), six said no, and three did not check a response. These

are not consistent with the data on job status and salary distributions. for

women.

, Tirenty-one Of the organizations (84%) stated their organization has

adopted an affirmative action plan. Two organizations indicated the policy was

not written or was unofficial, one said no,and one organization did not respond (

to this question.

Question 9 asked whether. there were,maternity and paternity leave

policies (without loss of status and benefits). Table 23 shows the responses.

Table 23

R &-D Organizations with Maternity and Paternity Policies

Yes No No Answer Total
N % N % N % N %

k .

Maternity Leave? 20 80 2 8 3 12 25 100

Paternity Leave? 5 20 17 , 68 3 , 12 25 100

Maternity leave policies are typically available for women. However, these

policies do not apply equally to males.

Recruitment Sources

Table 24 shows the recruitment sources laic & D organizations

found most useful for recruiting "new, entry lev

s

4

male and female members,
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of yotir staff' (during the past two years). Twenty-one (of the 25) R & D

organizations answered this question, marking from one to three sources for

men and women separately.

Table 24

Number of Recruitment SoUrces Marked
"most useful" for Men and Women

'

c_

' Source
Men

N
Women Total .

Friends or colleagues
in universities

Placement offices

Placement Services
professional meetings

Responses to job ads ....°
-circulated to major -....

graduate schoolsof
education .

-disciplinary journals

- Educational Researcher

17

11

9

10

1

2

ci
4

5

is,

17

'11

9

10.

1

1

3

5

34

22

18

20

2

3

7

10.

29

19

15

.
,4

17

2

3

6

9

- Chronicle of Higher
Education . ,.

'Other*

The four most useful sources, for recruitment are friends and colleagues in
41.

universities, placement offices, circulation of notices to mafor graduate schools

of education, and placement servicestees at profesional meetings. These sources

of recruiting did not differ for men.and women. The major thrust of affirmative
.

*Affirmative action office,' local newspaper

r)
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SECTION VI. SUMMARY AND RECOAIMENDATIGINIS_

The Majorvlindings of the survey of the status of women as students

in doctoral programs in education, the status of women on the faculties of

institutions which train educational researchers, .and the status of women

as employees in R & D and research organizations, local school distrigts

nd state education departments can be summarized briefly:
A

-
Women as students. Most institutions do not,report.diScriminatory practices

in their admission or recruitment processes. Nevertheless, 'fewer women

than men enroll in these programs. Once enrolled, men and women appear

to qualify equally for financial aid. In 1973-74, 69% of the doctorates

awarded w granted to men and 31% were granted to-women. Thus, the

1 r pool for women with the 'doctorate in education is, 'by definition, smaller

than for men.

_Women as faculty. Twenty -four percent of all faculty members in the schools

of education in this survey are women. While They make -$1,000 akyear'less

than their Male counterparts in most faculty ranks, they move up the faculty

ranks and earn full professorial standing with tenure far less frequently than

do their male colleagues.

Women as employees. Data from school districts, statedeparlments of

education and mafor R & D organizations show that women 'consistently fall

in the lower job ranks as determined by responsibility and by salary.' liven
. .

within job categories, including those at the lower end of the rankings, woinep

were paid less than their male counterpartS.
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,

Most employers of educational researchers have adopted affirinative

action plans, and yet the discrepancy between the adoption of these plans

and acting upon their intent is more than academic in each instance. It is

interesting to note that only 60% of the local school districts have adopted

such plans. This is a slight aberration caused by a void in state and federal

requirements. Except in those instances where a particular categorical aid

program requires affirdative action plans, local school districts have been

exempt to date from such requirements.

The heavy reliance upon friends and colleagues-in-universities or

other research organizations, for the recruitment of personnel is also patently

discriminatory for one cannot guarantee equal access with these measures.

Given that most of the graduates of doctoral programs in education are men,

recruitment practices should be based on techniques which assure the pros-

pective employer of a fair number of qualified female candidates for each

position for whfch they recruit. Roster systems, the public listing of all

positions in journals.which educational researchers read, and aggressive

searches for women and minority candidates ought to become common practice

for all employers, of educational researchers.
, \,.

41,.. '
Women are in the minority in representation and in status ill the educa-

..
tional researchgcommunity --

o
a major irony when one considers that 60% of,,

all those engaged in the 75 billion dollar business called education are women.

Even granted the inadequacies of survey research, the present investigation indi-

cates that the position Hof womeri,in this field is 'resoundingly loW.

f
4

J
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The recommendations to be drawn from the data compiled in this $tdy,//://
including those suggestions contained in the open-ended portions of the question-

naires, follow:

1. AERA should:

a. Adopt affirmative action policies for its own staff, journals, and all other

affairs of the organization (its nominees for offices, boards, committees,

journal editors, and reviewers).

b. Recommend that all organizations hiring AERA members should adopt

affirmative action plans, including state and local school districts as

well as research organizations.

c. Institute a standing committee on the education and empfoynaent of women

in educational\ research.

d. Designate a central=staff AERA individual to be responsible for information
Y,

on women.

e. Establish training sessions concerning sexism in education with regard to

'employment and programs/policies.
J

f. Review job-placement procedures and Services in publications and at con-

ventions to insure that discrimination is eliminated.

g. Maintain a list of any national data banks of qualified candidates for ptsitions,

e. in state departments of education, in educational administration, etc.

A listing of clata banks available for use by incliv-iduals and employers can

be published annually in the ER.

r
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h. Encouragi exiianded advertising in Ito eliminate the discriminatory

practicesiof informal networks between colleagues.

i. Recommend that lists of external experts submitted to federal agencies

and other requests include women as consultants, panelists, 'speakers,

etc.
12_

2. AERA Journals should:

a. Establish editorial guidelines for diaC`riminatory language, usage and

sex role stereotyping (e. g. , McGraw Hill).

b. Insure that all reviewing of articles is blind reviewing.

c. Insure adequate coverage of issues relevant to sex bias in edudation.
co

d. Establish a formal policy statement regarding the ethics,- conduct and

publication of research with a special emphasis on the subject of

authorship.

3. Employers of Educational-Researchers should:,

a. Publicly identify, as an organizational-prioritY, the elimination of

discrimination against women.

b. Adopt affirmative action plans.

c. Actively seek fernale applicants' for positions at all revels.

d. Eliminate sex discrimination in terms of promotioh, transfer, recruitment,

salary status, selection for training including apprenticeship.

e. Establish career ladders for person/lei within an organization.

f. Analyze all personnelpolicies and eliminate any which dir ctly or indirectly

support discriminatory practices, inclUding policies cone reed with leaves

of absence, pregnancy, part-time employment, and child.- are services.

C")
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a. Adqpt affirmative:action policy statements and goals within special ty

areas of doctoral rograms.

b. Actively seek female applicants for all faculty positibns.

c. , Analyze all personnel policies and eliminate any which directly or

indirectly support discriminatory practices, including policies concerned

with leaves of absence, pregna-ney, part-time employment, maternity

and paternity leaves, and child-care services.

d. Accept responsibility for hiri g or locating employment opportunities for

the spouse of new employee.

5. linty sities as educators should:
400'

a. ecruit women into educational leadership programs as well as programs

of quantitative methodology.

b. Allocate financial support independent of marital status.

c. Publicize their commitment to the employment 4:f.women in leadership ,

positions.

d. Establish and maintain extensive counseling,services, especially for

femaledoctoralcandidates who often lack role models and are unable to

establish 'protege' relationships.

e. Collect data to monitor access, progress, and placement of males and

-females in doctoral programs.

0

4
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Appendix A

Sample List of Job Titles for Each Job Status Category (1 ty.611gh 6)

1.'State Departments of Ec-luSion/
Category 1

Bureau Chief
Supetvisor, State Research
Supervisor, Federal Research
Director of Research
Associate State Superintendent ..

Assistant State Superintendept/
Assistant Director of Special Edudatio'n
Director of Educational/IleOarCh & Statistics
Assistant Superintendent Statistical Services

Information
Director - Planning, Research & Evaluagt4on

Category 2z '.z

ZSpecialist, Planning, Research & Evaluation
Education Planner ,
Education Evaluator

/Consultant in Measurement;
Consultant in Evaluation,Titre I. .

Coordinator,,Vocatiorial Educator'. Research
State Ait1 5upervisbr'
Data Provcessing-Superviso'r
Evaluation CoOrdinator
Research Supervisor
Coordinator of Statistics

Assistant.Ifureau Chief

Category 3

dministrative-Assiatant
Research Associate
Education Staff Specialist
Management Analyst
Educational Counselor
Educational Specialit
Statistician
Planning Coordinator
Test Coordinator .

Educational-Research Associate

r:
0

,Category 4

Public Information Officer
Research Assistant
Educatidnal Specialists
Research Consultant
Research Analyst
Educational Asgessment Specialist

Category 5

Research Associate
Statistics Researcher
Specialists
Data Analyst

Category 6
.(none),
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2. II C., I) Organizations.
I

Category 1.

Coordinator of Research & Evaluation
Director of Evaluation Division
Principal Research Scientist
Research Division Director
Senior Research Associate
Institute Di rector
Senior Staff Scientists

Category 2

Social Scientist
Operations Research Specialist
Associate Director

`Research Scientist
Senior Associate
Evaluators
Research & DevelQpnient Associates..

orsprincipal. Investig
Senior Scientist
Senior Staff TeChnicians

Category 3

Program Analyst
Program Consultant
Staff Associate
Research Writer
Research Associate
Research Scientist
Technicians-

Category 4

Research Assistant
Writer
Evaluation Specialist
.Staff Specialist.
Artists -Media Specialists
Programming Specialist
Test Dev'elopment Speclialist
Assistaut,ResearcliStatistician

r:

Cateerory 5

Research Assistant
Research Specialist
Statistical Assistant
Seniordiesearclr Assistant
Senior Technical Aide

Category 6

Staff Assistant
Staff Specialist
Research, P.grammer
Laboratory Assistant
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3. School Districts

Large School Districts

Category 1

Director
SupervisOr
Director ofResearch

Category 2

Assistant Director
Research Associate
Senior Specialists
Program Specialist
Supervisor
*Assistant Director - Planning -Psi-Research
*Associate Director - Evaluation Services
Supervisor Federal Prdgram Evaluation.

Category 3

Junior Specialists
Consultant ,Tcachcr
Research Consultant
Program. Evaluator

- Research Associates

Category 4

Research Intern
Program Evaluator
Professional Specialist:

_Category 5

Evaluator
Planning Assistant

Category 6

8pecialist
Administrative Aide

A ,

*These two positions are in the same district.

C
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MediuM`School Districts

Category I

D'i'visional Director
Assistant Superintendent
Research 4ssociate
Supervisok
Director of Research
Director of Research & Evaluation

Category 2

Researek Associates
Administrator of Title I Research
Coordinator of Educational Information

System
Associate Coordinator
Evhluators
Assistant Director of Research
Supervisor, Evaluation

Category 3

Research Associate
Supervisor, Testing,
Planning Specialist
Coordinator of Research & Evaluation
Project -Evaluator
Curriculum Advisor
Evaluation Specialist

Category 4

Evaluation Specialist
Teacher on Special Assignment
Specialistin Data Management & Analysis
_Specialist 'in Statistics
Specialist in Evatuation

r:

, Category 5

Secretary/Analyst
Secretary/Evaluator
Coordinator
Resource Teacher

Category 6

'Coordinator



Small School Districts

. Category 1

Director, Curriculum Planning & Evaluation
Director of Management_Inforrnation ServiceS
Associate Superintendent. - Research &'

Development
Director, Planning, ReSearch & Development
Director of Research & Federal PrTgrams

5

Category 2

Assistant Director, Planning & Evaluation
Assistantlirector, Pupil Accounting &

Research
Coordinator of Testing & Reportipg
Educational Evaluator
Sch'ool Data Analyst
Research Supervisor
Coordinator, Research 4 Evaluation
Director of Evaluations Assessment

Category 3

Evaluation Specialist
Evaluation/Disseminator
Supervisor of Testing
Measurement Specialist
Research Analyst
Program Evaluator
Evaluation Coordinators
Accountability Specialist

0

Category 4

Research Specialist.
Research Assistant
Federal Programs Evaluator
Evaluation Assistants

Category 5

Evaluation Assistant
Research Assistant
Research Aides
Statistical Evaluator

Category .6

Evaluation Technicians
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Appendix B

List of Respondents and Non-Respondents

1. Universities Respondents

University of Alabama, Birmingham
University of Arkansas, Fayetteville.
California State University, Los Angeles
California State University; San Francisco
Claremont Graduate School, Claremont, California
Stanford Unix ersity, Stanbrd, California
University of California, Berkeley
"University of California Los Angeles
Universit 1 , of California, Santa Barbara

-University f Solithern California, Los Angeles
University of Denver, Colorado
American University, Washington, District of Columbia
Catholic University of America, District of Columbia
4 lboric!a State University, Tallahassee, Florida.
University of Miami, Coral Gables, -Florida
Georgia State University, Atlanta
University of Georgia, Athens
* University of Idaho, 'Moscow, Idaho
Loyola University, Chicago, Illinois
Northwestern University, Evanston, Illinois 1

Southernillinois University, Carbondale
University of Chicago, Illinois
University of Illinois; Urbana
Indiana State University, Terre Haute .

University of Notre Dame, Indiana
University of Iowa, Iowa City
Kansas State University, Manhattan, Kansas
University of Kentucky, Lexington
Louisiana State University, Baton Rouge
MeNeese State University, Lake Charles, Louisiana
Boston University, Boston, Mlssachuscas
Harvard University, Cambridge, Massachusetts
Springfield College, Springfield, Massachusetts
University of AlassachusettS, Boston
Michigan State University, East ;Lansing ,
Western Michigan University, Kalainao-o
University of Minnesota, Minneapolis .

Mississippi State University, Mississippi State, Mississippi
University of Missouri, Kansas City
Washington University, St. Louis, Missouri
University of Montana, Missoula
New Mexico State`University; Las Cruces
University of New Mexico, Albuquerque
CUNY Graduate Center, New York, New York
Columbia University, New York, New York
SUNY at Ccirnell, Ithaca, New York (College of Agriculture)

)



SUNY at Cornell, Ithaca, New Iork (College of Human Ecology)
°Hofstra.University, Hempstead, New York
SUNY, Albany, New York
Syracuse University, Syracuse, New York
University of Rochester, Rochester, New York
North Carolina State University, Raleigh
University of North Carolina, Greensboro
University of No-rth Dakota, Grand Forks
'Bowling Green State Univ.ersity,:howling Green, Ohio
Kent State University, Kent, Ohio
Ohio State UniVersity, Columbus
Ohio University, Athens ....

Oklahoma. State University, Stillwater
*University of Oklahoma, Nortnan, Oklahoma
University of Tulsa, Tulsa, Oklahoma
Oregoh State University, Corvallis
University of Oregon, Eugene .

Propsie University, Philadelphia, Pennsylvania
Lehigh University, Bethlehem, Pennsylvania
Pennsylvania State University, University Park
'University of Pittsburgh, Pittsburgh, Pennsylvania
Memphis State University, Memphis, Tennessee
North Texas State University, Denton

1Texas Women's Univergity, Denton
University..of Texas, Austin
Brigham Young University, ;Provo, Utah
Utah State: University, Logan
University of Virginia, Charlottesville
Washington State University, Pullman, Washington
University of WisconSin, Madison
University of Wyoming, Laramie

Universities - Responding But Incomplete Information

University of Connecticut, Storrs
George Washington University, District of Columbia
Nova University, Ft. Lauderdale, Florida
Emory University, Atlanta, Georgia
University of Louisville, Louisville, Kentucky
Johns Hopkins University, Baltimore, Maryland
Unlversity of Maryland, Baltimore

Ihtiversity of North Carolina, Chapel Hill

*ComPleted questionnaires received after data analySis.

,-
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List of Respondents and Non-Respondents

1. Universities Non-Respondents

Auburn University, Auburn, Alabama
Arizona State Uni 'ersity, Tempe
University o rizona, Tucson
US Inte tional UniverMy, San ego
U ersity of the Pacific, StOccton, California

olorado State University, Fort Collins
University of Colorado, Bou,lder
University of North Colorado,Grealey
-University of Florida, Gainesville
-pllinois State University, Normal
Northern Illinois University, De Kalb,
Ball State University, Muncie, Indiana
Indiana University, Bloomington
'Purdue University, Lafayette, Indiana
Iowa State University, Ames
University of Kansas, Lawrence
Northeast Louisiana University, ,Monroe, Louisiana
Northwestern State College, Natchitoches, Louisiana
University of Maine,Orono
Boston College, Chestnut Hill, Massachusetts
Clark OniverSity, Worcester, Arassachusetts
University of Michigan, Ann Arbor, Michigan
Wayne State University, Detroit, Michigan.
University of Mississippi, University
Univelsity of Southern Mississippi, Hattiesburg '

St. Louis University, St. Louis, MisSouri
University of Missouri, Columbia
Montana State University, Bozeman
University of Nebraska, Lincoln
Rutgers University, New Brunswick, New.jersey
Fordham University, Bronx, New York
New York University, New York, New .S.Tork
St. John's University, Jamaica, New York
SUNY, Buffalo, New York
Yeshiva qiversity, New York, New York
Duke University,. Durham, North Carolinav,
Case Western Reserve University, Cleveland, Ohio
Miami University. Oxford, Ohio
University of Akron, Akron, Ohio
University of Cincinnati, Cincinnati, 'Ohio
University of Toledo, Toledo, Ohio
University Of Portland, Portland, Oregon
Bryn Mawr dollege, Bryn Mawr, Pennsylvania
Temple University, Philadelphia, Pennsylvania
University of Pennsylvania, philadelphia
University 'of South Carolina, Columbia

(-;



University '61 South Dakota, Vermillion
George Peabody College, Nashville, Tennessee,
University of Tennessee,' Knoxville
Baylor University, Waco, Texas
East Texas State University, Commerce, Texaa.

,Texas A & M University, College Station
Texas Tech University, Lubbock
University of Houston, Houston, Tears
University of Utah, Salt Lake City
University of Washington, Seattle
West Virginia University, Morgantown
Marquette UniVersity, Milwaukee, Wisconsin

460
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Li St of Respondents and Non-Respondents

'2. School Districts Respondents

Large
New York City Schools, New York
Los Angeles Unified Schools, California
Philadelphia City Schools, Pennsylvania
Dade County Schools, Miami, Florida
Hawaii State Schools, Iloilo lulu, Hawaii
Cleveland Ctty Schools, Ohio
Fairfax County Schools, Fairfax, Virginia-
Memphis City Schools, Tennessee
San Diego City Unified Schools, California
Baltimore County Schools, Maryland
Milwaukee City Schools, Wisconsin
St. Louis City Schools, Missouri
Hillsborough County. Schools, Tampa, Florida,
CoIdnbus City Schools, Ohio
Orl6ans Parish Schools, New Orleans, Louisiana

Medium
Atlanta City Schools, Georgia
,Bogton City Schools, Massachusetts
Jefferson County Sbhools, Louisville, Kentucky
Pinellas County Schools, Clearwater, Florida
Denver City Schools, Colorado
Orange County Schools,. Orlando, Florida
Albuquerque City Schools, New Mexico
Nashville-Davidson County Schools, Tennessee
Anne Arundel County Schools, Annapolis, Maryland
San Francisco Unified Schools, California
Cincinnati City. Schools, Ohio
Clark County Schools, Las Vegas, Nevada
Jefferson County Schools, Denver, Colorado
Seattle City Schools, Washington
Tulsa City Schools, Oklahoma
Kansas City Schools, Missouri
Palm Beach County Schools, Florida
Long Beach Unified Schools, California
Jefferson Parish Schools, Gretna, Louisiana
,Buffalo Citk Schools, New York
Omaha 00fSchools, Nebraska
Oakland City Unified Schools, California
El Paso ISD, Texas
Fresno City Unified Schools; California
Oklahoma City Schools, Okla, oma
Polk County School-s, Bartow, 'Florida
Birmingham City, Schools, Ala ama

.
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Wichita 259 Schools, Kanias .

San Juan Unified Schools,. California
Greenville County Schools, South Carolina
Cha'rleston County Schools, South Carolina

Small
Dayton City Schools, Ohio
Norfolk City Schools, Virginia
Forsyth CO'4\yinston Salem City, Winston-Salem, North Carolina
Corpus ChriSitISD Schools, Texas
Shawnee Msn 512 Schools, Kansas
Des Moiriies IndepenclentiCommeity Schools, Iowa
Tucson Elementary 001 Schools, Arizona
Richmopd City Schools,' Virginia
Comptem Unified Schools, California
RocI:ford Ciity Schools, Illinois
San Bernar4ino City Unified Schobisl California.
Coloracfcc Springs schools, Colorado
Pasadena ISD Schools, Texas
Huntsville City Schools, Alabama
Prince William County Sdhools, Manassas, .Vii-ginia
Tacoma City Schools, Washington
Spokane District 33.i. sehoois,.--Washington
Madison City Schools, Wisconsin
Lubbock ISD Schools,' Texas
Kansas City 500 Schools', Kansas.
Grand Rapids Schools, Michigan
Stockton City Unified Schools, California
Lansing City Schools, Michigan
Evansville-Vanderburg SC Schools, Indiana
Newport News City Schools, Virginia
Jackson Mun Sep SChools, Mississippi
Worcester City Schools, Massachusetts
Wake County Schools, Raleigh, North Carolina
Washoe County Schools, Reno, Nevada
Hartford City Schools, Connecticut
Pasadena Unified Schools, California
`Syraciise City Schools, New York
Township HS Schools; Mt. Prospect, Illinois
Edmonds 'C,ity Schools, Lynwood, Washington
Newport -Mesa Unified Schools,' California
Springfield R -12 Schools, Missouri

x

0
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List of Respondents and Non-Respondents

-2. -School Districts - Non - Respondents

Large r.

Puerto Rico Schools, Hato Rey, Puerto Rico

Chicago City-Schools, 'Illinois
Detroit'City Schbols, Michigan
Houston ISD, Texas
BaltimOrebClity Schools, Maryland
Prince'George County, Upper Marlboro, Maryland, .

Dallas ISD, Texas
Washingtbu,- D. C. Schools ,

BrevardCounty. Schools, Ft, Lauderdale, Florida'
Montgoinery County Schools, Rockville, Maryland
Duval County Schools, Jacksonville, Florida

Medium
Indianhpolis Schools, Indiana
-DeNalb County Schools, 'Decatur, Georgia
Ft. Worth ISD, Texas
Me.c.klenburg County Schools, Charlotte, North Carolina
Newark Schools, 'New Jersey
San Antonio ISD, Texas
E. Baton Rouge Parish, Louisiana
Pittsburgh City Schools', Pennsylvania
Portland OIJ'Sehools, Oregon '
Mobile City-County Schools, Alabama
Grande Schools, Salt Lake City, Utah
*I3revard.County .Schools, itusVille, Florida
Toledo, Schools, Ohio
Minneapolis School-s, Minneapolis
*Jefferson County Schools, Birmingham, Alabama
Austin ISD, Texas
Garden Grove Unified Schools, California
Akron Schools, Ohio

Small ..-

*Mt. Diablo Unified Schools, Concord, California
Virginia°13each City Schools, Virginia
Escambia County Schools, Pensacola, Florida
Cobb County School, .1\fiirietta, Georgia
St. Paul 0625, Minneaplis
Louisville City Schoolsi'Nentucky
Rochester Schools, New York
Gary CSC, Indiana
Flint Schools, Michigan 4,
Ft. Wayne Community, Indiana
Richmond Unified Schools, California

ti

ti
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Spring 13ranill LDS, Houston Texas','
Jersey City Schools, New J'eitfiey
MuscogeeCounty Sc'hoo Columbus, Georgia
*San Jose Unified Sehoo , alifornia _

ieu Parish*Sehoofs, Lake Charles, Louisiana
An m Union High, C.alifornia'
Ysleta 154 El Paso, Texas
Montgomery Citwlchools,- Alabama
*Torrance Unified Schools, California
*Richland County 01, Columbia, South Carolina
Fayette County Schools, Lexington; Kentucky
*hacienda-LaPuenee Unified Schools, La Puente, ,California
Chatham County Schools, Savannat, Georgia
Livonia Schools, Michigan
Davis County Schools, Farmington, Utah
Volusia County Schools, Atlanta, Georgia
Knoxville City Schools, Tennessee
Greater Anchorage Area, Alaska
Trust Territory of Pacific, Marshall Island, T. T.
*Fremont Unified Schools, California
Ilenrico County Schools, Ili-ehland Springs, Virginia
South Bend CSC, Indiana
CUmberland County Schools, Fayetteville, North Carolina
*Grasten County, Gastonia, North Carolina ,
ivkarfori Bel Air, Mprylsnie
Richm9nd County Schools, Augusta, Georgia- 4

Hampton .0 lip- School s Vi rgini a
Richardson ISD, Texas .
'Norwalk-La Mirada Unified Schools, California .

Warren County Schools, nisy'ssippi
Racine Schools', Wisconsin
*Caddo Parish Schools, Shreveport, Louisiana
*Bibb County Schools, Macon, Georgia
Salt Lake City Sc'hools, Utah
Springfield Schools,.. Massachusetts
Hamilton County Schools, Chattanoogh, Tennessee
Clayten County Schools, Jone bbro, Georgia
Lincoln 001, Nebraska
Anoka-Schools, Maine
North East LSD, 'Sffn Antonio, Texas .
Yonkers Schools, New York
Orange Unified Schbols,California
Jordan Schools, Sandy, Utah-
Lafayeite Parish, Louisiana
Aldene ISD, Houston, Tex
Rapides Parish, Alexaridrid;. Louisiana
Hayward Unified Schools, California
,Greensbol'o City Schools, Ndrth aolina
Santa Ana Unified Schools, California

I



oraterson Schools, Ne'w Jersey
Phoenix Union high, Arizona ;

*Seminole County, Sanford, Florida
'Guam Department of Education, Agana, ,Guam
Pulaski County 'Special, Little Robk, 'Arkansas
Amarillo PSI), Texas
Riverside Unified Schools, California
Pueblo City Schools, Colorado
Robbinsdale Schools, Minnesota'
Oka loosa County Schools, Crestview, Florida
ilighline Schools', Seattle, Washington

:Wa.shington Elementary 00(3, Phoenix, Ari-zona
*Nokside ISIS; San Antonio, Texas
*Parm;Schools, Ohio .
Chesapeake City Schools, Virginia

*Signifies an incomplete response was received, i.e blank questions, letter
explaining no researcherS, etc.

,
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List of Respondents and Non-Re*ondents

3. R & D Organizations Respondents

ETS, Princeton, New Jersey
AEL, Charleston, West Virginia
Center for Educational Pcilicy & Management, Eugene, Oregon
Center for Social Organization of Schools, Baltimore, Maryland
Learning Research and Development Center, University of Pittsburgh
NWREL, Portland, Oregon
Research for Better Schools, Inc. , Philadelphia, Pennsylvania.
R & D Center for Teacher Education, Austin, Texas
Southwest Regional Laboratory, Los Alamitos, California E

Stanford Cent'er for R & D, T, Stanfcird, California
Wisconsin R & D Center for Cognitive Learning, Madison, Wisconsin
Ontario Institute for Studies in Education, Toronto, Ontario
American'Council vn Education, Washington, D. C.
Educational Turnkey Systems, Washington, D.C.
National Institute of Education, Washington, n. C.
ACT, Iowa City, Iowa
AIR, Washington, D.C.
Teaching Rtsearch Division, Monmouth, Oregon
Education Development Center, Newton, Massachusetts
National Council for Accdn. of Teacher Education a
IiUMRP.0
Silver Burdett Company (General Learning Company)
Rand Corporation, Santa Monica, California
National Assessment'of Education Progress, Denver, Colorado
Learning Institute of North Carolina, Dur-ham, North Carolina

I

.1t
Responding But Not Participating R & D Organizations

(These had either insufficient iformation,or no-Educational Resparcli4s)

IDEA, Los Angeles, California
Stanford Research Institute
Far West Laboratory, San Frand sco
Institute for Social Resea,rch, Ann Arbbr; Michigan
VTB/McGraw-hill,, Monterey, California
Learning & Instruction R,& D Bell Labs
Rdssell Sage Foundation, New York CRP'
IBM CorporatiOn; Poughkeepsie, Nevi./ York
Brookings Institution, Washington, District of Columbia
College Entrance Examination Board

14

-
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Appendix-13

List of Respondents and Non-Respondents

3. R & D 01 gani7ations'- Non-Respondents

CEMREL, St. Louis, Missouri
Center:for Occupational Education, Raleigh, North Carolina
Center for Vocational and Technical Education, Columbus, Ohio
Center for Study of Evaluation, Los Angeles, California
P.TcRel, Kansas City, Missouri
NLIIE, Durham, North Carolina
NPECE, St. Louis; Missouri
SE DL, Austin, Texas
NCHEMS at ;Niche, Boulder, Colorado
Westinghouse Learning Corporation, New York City
Harcourt Brace Jovanovich, New York City
Science Research Associates
Houghton Mifflin Company, Boston, Massachusetts
The Psychological Corporation, New York City
Educational Research, Cleveland, Ohio
American Association oLSchool Administration, Ntashington, D.C.
National Merit Scholarship Corporation, Evanston, Illinois
IBM, Palo Alto, California
'Cybernetics Research Institute, Washington, Distr ct of Columbia
Bureau of Applied Social Research, New York Cit
A BT. Associ.ates, Cambridge
Branch NICHT), Bethesda, Maryland
Center for Applied Linguisfics, Arlington, Virgi is
Center for Study of Institute & Research Divisio - NEA, Washington, District of Columbia

(t)
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TO Deans of Education

an eRican eDucarionaL
ReseaRcH associarion

November 1, 1974

Dear Sir or Madam:

-The American Educational Research Association ha appointed a committee to

explore the role and status of women in educatio, research. The enclosed

survey questionnaires will assist the CoMmittee in describing the status of

-men and women in institutions which train and employ educational researchers
at the doctoral level. We will appreciate your taking the time to-see that
the questionnaires arc completed and returned at your earliest convenience,
but'in any event by December 1, 1974. Extra copies of these questionnaires
-are provided in case,you wish to send them to departMpt chairpersons.

The AERA Council has directed that the final report and recommendations of
the Committee be disseminated to the membership of the Association. In order

to improve the usefulness of the final document, we plan to include an appen-
dix listing those institutions which cooperated in proviAing data. The re-.,

.spopses to the .questionnaires will be summarized and individual responses
will not be associated with any institution.,

Thank you in advance for taking the time to complete this questionnaire for
AERA. We look forward to receiving the completed questionnaire in the en-:
closed envelope.

Sincerely yours,

Robert L: Thorndike
President, AERA

`NI

Carol K. Tittle, Chair
Committee on the Role and Status

of f4omen

Committee members:
Joseph M. Cronin
.Noele Krenkel

Jean tipMan-Blumen
,Elizabeth Steiner Maccia
,Terry N. Saario

es.

i1126 14 W WASFIINGT0t4. 0. C 20036 202/22-3.04s5 01,v;1
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QUESTIONNAIRE ON STUDENTS

American Educational Research Association

The following questions pertain to policies regarding student admission, finances,
part time study, participation in school governance, sponsorship, and job placement in
your doctoral programs in education.

1. Name of institution

2. Position of person(s) completing this questionnaire

3. Please indiqate the source and size of the organizational unit you will use to ans-
wer these qiestions: (e.g., school of education, dvartment of education, research
division, etc.)

4. Please complete the table below indicating number and percent of students in full
and part time graduate study.

Full time Part time

(

Malls

Females

.N

.100% 100%

Do you have an age limit for admission to gradUate study? No Yes. If-

Yes, give age limit for Males Females.

Total

6. Ismarital status a criterion ;in admission? No Yes. If Yes, then check, if

for Males Females.

7. Which of the following groups of students do you feel are most likely to complete-
a doctoral program within the average four years period? (Rank order the groups

froi 1-most likel5Mto 6-least likely.)

'Single males

Married males

Single females

Married females

Married males Married females

with children with children

8. In your department, what percentage of male and female students do you attempt to

rectuit?

Males(%) Females(%) No attention is paid
to sek in recruitment
activities

AERA ,questionnaire on Students/1
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9. Is financial aid restricted to full time' students?
.... No

..
Yes. Does mari-

tal status and/or parenthood disqualif5, students fKom...receiving Pinancial aid?
No Yes. If Yes, then for Males Females_

10. To what extent' are child care facilities available for

(a) Children of faculty: none partial f5kly adequate

(b) Children of students: none partial fally adequate

11. Please indicate the number of applicationS, acceptances, enrollments and stipend
support awarded*in your doctoral program during the last academic year.

Males

Females

Totpl

Number Applied Number Accepted Number Enrolled

Median Stipend: Median Stipend:
Teacher/Research Fellowship/Scholarship
Assistant

Males pet% per

Females per $ per

12. Now many students participate in the governance of your department?

Males N - Females, N

%

Total' in department

13. Please indicate the number of male and female students sponsored by or who are pro- 1

teges of the 3 most prestigious male members of your faculty. Males Females

(Please indicate the number of male and female students sponsored by, or Who Are pro-
'Ateges 'of, the 3 most prestigious female members of your faculty. Males Females

14. Please indicate the number of dOctorates awarded to ycor education students in the
1972-73 academic year and the 1973-74 academic year.

Males

Females

1972-73

AERA - Questionnaire on Students/2

1973 -7,4
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15. Pledse indicate the number or your student gradu4tes who were placed in the fol-
lowing job categpries during the last two, years:

. University/College .Faculty position,

Post-doctoral fellowships

Industry, non-profit organization
or self employed

School System

State Agency

Federal Agency

Other. Positions

Employer not known

TOTAL GRADUATED

Males' Females

tit

Please use the reverse side of this page or attach additional page to answer this last'
question.

Is there anything else that we have not asked you which yOu think is important to
share with us (e.g., have. you noted differences between your male Lnd female students
in their contributions to classes and the school, in their age at entrance or in their
prior qualifications, in their length of time in the program, in their ability to find
employment, etc.)? Also, if studies have been conducted at your institution which are
pertinent to this survey, please return a copy with this questionnaire or a reference

.

IIIIK
or our information.

1

AERA Questionnaireon Students/3'
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QUESTIONNAIRE ON FACULTY

American EdZicational Research* Association

This set of questions deals with the status of, and policies which affect, your
graduate faculty (men and women) who train doctoral students in education.

1. Name of Institution

2. Position of person(s) completing this questionnaire

3. Please indicate the source and size of the orkanizational unit you will use to ans-
wer these questionS (e.g., school of educatiog, department of education, research
division, etc.):

4. Please indiCate the number of full and part time faculty by rank. Include split or
joint appointments in the appropriate dolumn. I. e., if a joint or split appoint-
ment constitutes a part time faculty member in your department, count that. indiv-.

- idual in the part time column. If a joint or split appointment constitutes a full
time facility member in your department, count that individual in thejull time column.

'

instructors, lecturers or
equivalent status'

Assistant Professort

Associate Professors

Professors

Research appointments with- ,
out teaching dutieS"
student)

MALES FEMALES
Full time Part time Full time Part time

S. Please'indicate the median salaries of your faculty ini.ith table below. Base the
, A,

figures for'each category on the counts given in Question 4 above..

.0

Instructors, lectuiers Or.

.' Full time.
MALES FEMALES

Part time %.:Full'time''' Part time

equivalent status $-- $ $ Y $

Assistant Professors $ $ 4 $ .

Associate Professors'
k

$. $ - $
.t

Profebsors ° $ -$ ..i$,- $

Research appointments-with-
out teaching duties (non-

. student)

AERA Questionnaire on Fadultyt
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N

1111 6. Please indicate the number of tenured and nontenured faculty by rank.

Instructors, lecturer or

equivalent status

Assistant Professors

Associate Professors

Professors

Research appointments with-
out teaching duties (non-
student)

MALES . FEMALES
Tenured Nontenured Tenured Nontenured

7. 'Cab,,,both husband-and wife be granted full time faculty appointments within your
department/school? Yes ' No . Within your institution? Yes No

8. What is the mean number of years that the present full time faculty spent between
Assistant and Associate levels and Associate to Full Professor?

Assistant to Associate

Associate to :Full Professor

Mean number ofyears -

MALES FEMALES

9. Please indibate how man of your faculty serve on,depafm4ntal or institutional
committees..

Number on Committees
Department Institution

Males

Females \.
, . ,

- .

10. .D9 the temale members of your faculty publish with the samejrequency as the male
. . ,

J-Mdipbers?.:Yes No_ . ,

'11. Hsa,ypur school or department adopted an affirmative action plan? Yes No ,

if:Yes, please attach a'copy ox 4 brief statement of the goals or intent of the plan.
.

Does your institution have a maiernityleave (without loss of status and benefits)?
' Yes 'No . A paternity leave (without loss, of status and benefits)? Yes No

. ,

AERA Questionnaire on Faculty/2
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13. During the past two years which three of the following sources were most useful, for
recruiting new, entry level, male and female members of .your faculty? (Check the
three most useful sources for males and females in the columns below.)

Friends or colleagues in other institutions

Placement office

Placement Services at Professional meetings4

Job advertisements

--circulated to major graduate sspools
of education

--placed in disciplinary journals-
'

--placed in )the Educational Researcher

--placed in!the Chronicle of Higher
Education

Applicant adve tisements

Applicant let/ter of inquiry

MALES FEMALES

v.

Please use the reverse side of this page, or attach steets to respond to these last

questions.

14. What plans have you made to improve the status of women students and faculty in
your institution?

15. Do you have suggestions for the Committee on Status bf Women in terms of recommen-
dations you feel the Committee should make to AERA and its membership?

16, If you know of or have copies of studies-conducted, at your institut n pertinent to

this survey, please include them or references to them, for otr infar tion.

17. Is there anything that we have not asked you which you think is important to share
with us (e.g., any subjective feelings you may have about the situation at your
institution)?

AERA Questionnaire on Faculty/3
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ameRican etoucartonaL
ReseaRcH associaTiob

November 1, .1974

TO: Employers of Educational Researchers

Dear Sir or Madam:

The American Educational Research Association has appointed a committee to
explore the role and status of women in educational research. The enclosed
survey questionnaire will assist the Committee in decribing the status of
men and women employed as educational researchers. We will appreciate Your
taking the time to see that the qtrestionnaire, as it pertains to educational
researchers emploAd in your organization, is completed at your earliest con-,
venience,'but in any event by December 1, 1974.

The AERA Council has directed that the final report and recommendations of
the Committee be disseminated to the membership of the As6ociation. In order
to improve the usefulness of the final document, we plan to include an appen-
dix listing those institutions which cooperated in prqviding data. The ies-'
ponses to the questionnaire will be summarized and individual responses will
not be associated with any institution.

Thank you in advance for taking the time to complete this questionnaire for
,AERA. We look forward to receiving the completed questionnaire in the en-
closed envelope.,

_

Sincerely,

fkregif4
Robert L. Thorndike
President, AERA

64°4/
Carol K. Tittle, Chair
Committee on the Role and Status

of Women

'Committee Members:
.loseph, M. Crania

. Krenkel
Jean Lipman-.Blumen-
Elaabeth Steiner Maccia
Terry N. Saario

.1126 SIXT6ENTH STREET. N,W WASHINGTON. D C 20036
1
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QUESTIONNAIRE ON EMPLOYEES'

'American Educaiional Research Association ,

*The following stt of questions deals with the status of and policies0
which affect

those of your employees whoiare educational researchers.
%

1. Name of organization

.2. Position ofverson(s) completing this questionnaire.

. r

,3. Please indicate the source and size of the organizational unit you will use to res-

pond to these questions: (e.g., research division, entire professional sta'ff--M.A./

Ph.D., o er) 0

4. Please indicate the number of full and part time professional educational re§earch
staff by title within your organition. (Because each organization uses unique

job title and clai-E1Tications, plehse write, in your job titles in the left hand

column.) °

Job Titles

MALES FEMALES

Full time Part time° Full time Part,time

0

5. Please indicate, the median shards of your staff in the table beloia. (Please use

the same job tielles You used'in the table above.)
.

t 7

Job Titles

MALES FEMALES

Full time Part time Full time Part time

$ $ , , $ '

$ . $ $ $

$ $ $ $
.1

s $ $

$ $ $ , -$

6. Indicate how many of your staff serve on departmental or organizational committees.

Males

Females

. hERA Questionnaire on Employeesil

Department Organization
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7. Are the female members_ of your professional staff assigned prograVproject manage-
ment responsibilities with,the same frequency.as the male members of your, grofes-'

sional staff? Yes Np . k..
, ,°'

Has your organization or department adopted an affirmative actionplan? Yes No

9. Does your organization have a'maternity leave policy (without loss of status and

benefits)? Y'e's No . A paternity leave (without losscf status and benefits2 '

Yes No -
°.e

10. During the past two years which three of the fibllowieg sources were most useful for
recruiting new, entry level, male and female members of your'staff? (Check the

three most useful sources for males and females in the',columns below.)

Friends or colleagues in universities

PlademeL offices 4

-Placement Services et Profess ional meetings
ie

Responses to job adveikisements.'

-circulated -to major\graduate schoolg

. of education'

MALES FEMALES

1

-placed in disciplinary journals

tplaull,Sn t,he Educational Researcher.

-placed in the Chronicle of Higher
Education

o 5

Please answe these last questions on separate pages, and attah tyhis questionnaire.

1. What plans have you made to improve the status of women employees in your organiza-

tion ?
. , . ,

,,

,, 2. Do you have suggestions for the Committee on-Status of WoMen in terms of recommenda-

tions you feel Ihe'6umlittee should make to AERA and its membership?. -

s 0
,

3. Is there anything that we have not asked you which yoU'think is importanttO share

with us (e.g., any subjective feelings you may have about the situation at.your .

.organitatiOn)? - -.

q . . . .
. . . -

4,, If you know of or'have copies of studies conducted at your organiiation pertinent to

this survey, please include them or references ,to them for our informati A. .

AERA Questionnaire on Employees/2 a
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A SURVEY OF THE ROLE AND STATUS OF WOMEN
&OTHER PROFESSIONAL ORGANIZATIONS

ai
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Noele krenkel
San Frahcisco Unified School District;

A

4.
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AR ,INFORMATIONAL PAPER ON ACTIVITIESOF WOMEN'S
COMMITTEES.' IN A SAMPLE OF PROFESSIONAL ASSOCI-
ATIONS

Noele Krenkel .

.committee on the Role,and Statulkof Women
--Atherican Educational Research Association

,

The data found:in this report are part of a study uhderL

taken by the Committee.on the Role and Status of Women for the

% T

American Educational Research Association daring.iti first year
.-.

of operation, l97e The purpose of. this report is2 though

examining activities, of women's.:committeesid4a sample of other
.

,

professional; associations, to provide ihforpation to AERATs.com7

mittee on wohen'whichydlald enhance*the effec4venees of its .

activities.

Associations examined incl
4

Association (AAA),_ American As

Science (AAAS), American Association of University Professors
. -

(AAUP), American Personnel and Guidance Association (APPAL

de the,,American,Anthi;opologidal
A

ociation.for the Advantemeht of

Amer can Political Science AssociatiorOPSA)', AmeriCan Psycho+t-.

logical; Association (APA), American So4ofogidal Association
,

.e
(ASA) and the .trationael; Education ispociation

.on our oWn association, American Educations

(AERA)-, is -`also included.

Committee on the Role and Status of Women assistance, in. deter-
,

mining future activities of the,coMMittee and suggest recom,

'mendatioris to be,,enacted into policy by_AERA.

(NEA). Information

Research AssocihOdh

It, is hoped, that the data within this repdrt'will'zive,the

a

-.m101r..

a
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,

V.

I. bathering_ofInformation
;*

1 ' ,

.., Questionnaires were mi4ed to ten (10) professional assOci-'

ations. All queStionnairee Were returned, though two .were elim-'
1

...

.

inatedfrom this report:.
CWi

becaUse', the association'siation'syelevrelevancy
.

to AERA was qujstionab_le; and the second, because*the organization
,

.

is not legitimately classified aS a professional association.
..' ,

1

Thus, the- data from 'eight, associations a reported as well as

,45

data available from AERA ResPondents completing the question-

ri.a.izs were either chairpersons or staff for women committees,

or chairperldhs of, independent women caucuses. In one case a

staff person notassociated with either. the committee or:tha caucus

responded:... .

Questions were asked as to the membekshie'courit of the:asSoCi-

option by sex, the exiAtence'and'length Of existence for the\wOmen's .

0
. . A ,._- ,-

ComIniltee and -- independent women's grOu/S,' availability `Of-stud4.es-' %::--.7.'

. V , , . ; - \.- .
, . i :'

. association's-
-One on the partieirCation of women within the affaiPS

.

4 "-------- -T .'
. ,, S t

and the'status,of Womell within the

Merit$renacted by 'Che, associationon

' I

profession, t,:ild'ploa..i.Cy state-
. -..). $* ,...,, :4-

4.

,,,, . ,...,,

vi. 1 .' %; : -!'`'
10 m e n ' s issue, Resp-Ondents

7 - ... '1, .., ts,

rson to whominciiog calls

r- 1*,-.;-- --,are referred. Documents were

studies and-policy undertaken

were also asked to designate the.pe
2

or:corresponatnce on women's issues
. flp td,

also endlOsed by the respondents on
,

'by-the associations.'
J

I. $tatistics'Crn Assogation's7
ftlter§hipi..ExIstnce of ,Wom-
en's Groups, PoiiCy Enactment,
and I'vailap.ility:of'Studies

.e display inforination givei onColumris 1-32 Tab
1

tt-t

member-

ship.cOunt, with male-and female breakdoyns where available:e,
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Columns 4 and 6 indicate whether the ass ion has an official,

women's committee,or a r'esembling commf tee,and an independent

women's pressure group, respectively. Columns 5 and 7 indicate

the existence, in years, of each of these groups. The work status

and hours of the person re&IV/Ing incoming calls and correspon-

dence on women is indicated in columns 8 and 9. ColUMns 10 and

11 indicate whether or not the association has, undertaken studies

on the status of women in the participation of association affairs

and the status of women in the profession, respectively. Column

12 indicates whether, the association has enacted policy on women's

issues and column 13 speOifies other subgroups on women existing

in'the association.

Every association examined had some official body which was

delegated the business of addressing itself, to women's issues.

In two-thirds of the associations, theser groups existed for three

k

or more years, .(4APP(s Committee W on the S tus of Women in the

,Ao'ademic Profession isA,reactivated committee, resuming 'activity

after 42 years of dormaAiwas first established in 1915)..'

Of the remaining committees, 'one two,years or yotinger

in age; the AERAs committee being the youngest with NEA and APGA

following.

All of the professional associations had:independent women's

pressure groups. (The first women's caucus was formed in the ASA

during the academic year 1968-69). Olmanl had observed that

. ,

generally, the action of independent groups of women activists

,

within the professional associations resulted in,he'formation

.

1*.Oatman, Ruth M. Women in the Professional Caucuses. Amer.. Behay.

Sci.,, Vol. .15, #2,^14ov.-Dec.1971, Pg 281-303.

O



of official women's committees and, that these independent 'groups,

composed usually of the more liberal members, 'continue to fanction

as a pressure group once the official women 's committees.are

. formed. Oltman also observed that usually there is much inter-

action between the independent groups and1,-the'official 'committees. "

For most a ssociations, incoming questioris and correspondende

on women issues are handled by paid staff persons. For example,'

AAAS has an Office of Opportunity in Science2:with both a * 3ector
4

and a paid staff assistant funded by AAAS. :VAn intern is paid'

through outside funds. This office handles both women and \minority

. issues. AAUP refers its questions to the paid Assoctate Counsel-

who also spends time on other issues as collective bargaihing.

APGA refers its incoming questions to the Project Dirctor of

the Sex:Equality Guidance Opportunities This project

is funded by the Office of Education and-staffed with three persons.

APA funds a staffliaison with the Committee on Women in :Psycho-

logy. ASA funds an ExecuriVe,Specligt'for both minorities and

women; a method similar to AAAS.- NEA usually refers, itskqUestions

to the Assistaht Manager of Human Relations.- The remainilig

three'assodiations :refer their incoming calls'to the chairsof

. .

the official wommittges,---, yo,lunteers:
-

. ."';" .

. Ail but one of the 'aSsOciations had undertaken an examination

V
,.

of the, partiipatioh of women within their association's. affairs;'
\ . k

APGA 12eing the exceptionf associations,,two of the nine associations,, had

..not undertaken an examination of the status of women withi the'
,

,

profession: AAAS and APOA. AAAS has over "280 affiliate sodieties, ,.

A

..
4

some Of which have undertaken studies on the status of wometh in, .

.0 .

e
NQ



4

/.
their fields.

All of the associations have enacted policy on women ranging
4

from a few policy statements for some associations.to a voluminous

4

.amount for others.
. 9

01)erhalf of the associations have other official groups

addressing themselves to women: AAUP has state and local committees

onomen as does NEA. APSA has regiqnal committees on women.

APA has a division on the. Psychology of Women,and AERA ha$ a

Special Intei.est,Group on Women and Education.
< I

-
ContactPersens_for IncomingQuestions,

.OffidialLWomen.'s Committees, and.Independ-
. ent Pressute Groups

Table II presents-the names and addresses for each association,

the names and addresses fot. persons. receiving incoming questions,

the contact person ,for the official women's committee, and the

contact person for the independent pressure group.

III. Stated Purpose for*OfficialMomens
Committees or Resembling Comettee

The foliating statements capsulize-the purpose of some of

the various committees a$ alleged from respondents:

'AAAS, Committee on Opportunities in Science: "to'IMPLEMENT
- AFFIRMATIVE ACTION fOr WOMEN and MINORITIES in the science

i :
AAUP, dommittee'W on he status of Women in the Academic

,,

,Profession: "to SURVE LITERATURE being developed and-
- MAINTAIN a LEARINHOUE of information onAtudies and

reports

',AtRA, Committee on the Role .ricrtatus of Women:. °to,
rDESCRIBE,THE STATUS of women in educational research
,and. MAKE REMMMENDATIONS..for the attainment, of theii,

role, as .fullyenfranchised meMbersiof the edudational
research profession." '

44
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APSA,'Committee bn the Status of Women in the Profession:
. -"to redommend'ways of ENHANCING the PROFESSIONAL POSITION ,,

of *omen and of ENCOURAGING WOMEN TO ENTER the professiI

,NEA; Women's Rights, Tads `Force.: "to RECOMMEND POLICY; to
GATHER EVIDENCE to support recommendations."

The stated purposes of NEA and AERA are -quite similar, for

they both see two esseMtial components: gathering evidence on

the status of women and making recommendations for policy to

enhance women's position. AAUP's committee has a more educational

task, with an emphasis on-retrieval of information on studies

and-reports. AAAS is concerned with both women and,minorities.

APSA is concerned not only with enhancing the professional position

of women but of encouraging women to enter the profession.

4

IV. A Sampling of Activities'
of Women's, Committees

Table III summarizes a sampling of activities undertaken_by

the various women's committees as indicated by respondents and

organizational literature (APGA, ASA; NEA. are not examined).

Table III
Sampling of Activities.of Women's Committees'

in Professional Associations

,

AAA, Committee on the Status,of Women in Anthropology:
1. collects information on status of women in'anthropology;
2.. disseminates information on status of'women in anthropology.;
3. refers sex discrimination complaints to propel.' agencies;
4: publishes roster, of women in anthropology.

,

AAAS, Committee on Opportunities in Science:
1. delezates programS/Abtivities to staff in Office of-

,Oppor,tunities,in,Science,,e.g., maintaining roster of,
women and in

I,ormal,vitae file; -7

2. makes recommendations for resolutions for organizatiOnL
. action;..-
3: recommends women tilo advisory pommittees1



AAUP, Committee W on the Statut of Women in the Academic Profession:

1. reviews existing AAUP policies and guidelines to assure

equal opportunity for academic opportunity, e.g., anti-

nepotism, maternity leave; part-time appointments, etc.;

2. examines participation of-women in-AAUP affairs- (officers,

staff, douncil nominations., elected members, nat'l com-
mittees) using a time series sampling of every five years"

(1916-70);
3. serves as clearinghouse for information on women in aca-

deme for persons both inside and outsidehe academic
community;

4. acts as liaison with OCR in DHEW and EEOC to keep in touch

with developments in enforcement programs of these agencies;

5. compiles data for Academic Women'on the Move funded by

Russell Sage Foundation (a study which describes status

of women students in higher education, analyzes reports

on status of women in academic profession and discusses

_efforts to change status);

7. establishes regular communications with known Committee

W's at state and local level;
8. conddcts workshops at annual meetings;
9. works to.identify and propose ways of dealing with issues

of special concern to women-in 'graduate education;.

10. makes annual reports, to Membership through AAUP Bulletin.

4

AERA, Committee on the Role and Status of Women:

1. collects.information.on status of women in educational

research;
A

.

,

,

2. collects information on .status and activititS'ofwomen's
committees in other professional organizationsto pro-

vide edditional.data from which to derive ideas for
activities and association policy;

3. collects information ,on participation of women within

AERA association affairs;
4. recommends policy to association pertaining to women.

APSA", Committee on the Status, of Women in the .Profession:

.
1. maintains a roster of women in political science;
2. recommends women for positions;
3. surveys the status of 'women graduate students;
40 surveys the status of women'post-graduate ,professionals

in the discipline;
5.. participates 1n International. Women's Year;

6. re-ports activities on a regular.tiaSis in membership

newsletter;
7. maintains liaison 'with:TIgional associations;

3

8.-collects'data on participation of women ln the association

affairs.
.

APA,Tommittee.ip. Women in Psy.cholOp:
1 monitors position of women in psychology;

2. etcts as.resource for w.omen.nominations-to boards and 7

committees;
st

.7

Et.

tj
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.

3. actsas catalyst for change in 'Various programs'of'APA;
4. surveys women membership for concerns, e.g., interest'in

the creation of a division on. the study of women;
5, provides information on grievance pro:cedure§ to women

who desire assistance;
--6-.--HwatOhdogs" APA-,-WfthrespeCt to Women's status;

7. identifies 'areas of posslaets concern for other boards 'and
committees;

8. distribdies a roster of women in psychology;
9. distributes a,biographicsal directory of women in-pscyhology;
10. maintains a talent bank tor reSources to boards, etc.!

From examining" Table III at least one of the groups is doing

one or more af the following:

1. collecting information on the status of women in
.

the profession;
. 2. collecting information on the participation.of women '

in the assoatation's.affairs;_
3. acting as a clearinghouse for information on women in

profession;
,\.. 4. surveying women meqbership for concerns;

.5. making annual repor'ts to membership;
6. .maintaining roster of women in profession;

,7. delegating activities.to staff;_ "_ ,
-

8. reviewing existing association} policy and guidelines .
,7,/

for poSsible sex discriminatiOn;
9. making recommendations for policy;

.

10. monitoring programs aimed at rectifying sex discrimination;
11. acting as catalyst for change in various association

, programs;
4. proiriding assiseanceoto women in graduate education;

; 13. providing information, on grievance procedures;
...
14. redommending women for position; ,,
15., refering sex' discrimination comp,4ints .to proper agencies;
161 maintaining liaison with govezin't agencies and other

women's, groups; -
.

.

-17. establishing communications_ with association's subgroups;
18. conducting workshops;

..
.,...

19. participatin& in International Women's Year.

....,

,

V. Studies/Documents on 'Participation ,.,

.

'-'of Wodenin Association's Affairs
0. %,'

1

Associations would be in an embarrassing position to rep.ri7
..,

,

,

mand eatcational institutions an& other employers for not imprOv19g

the,status of women, while the .ssociatipnOhemselv,es show-a7'
0,

$

0 f:/

.

ro
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t

smaller proportion of womemparticipatifig in t'he structural

positions of the assodiat'fon than women represented in
. .

total membership.

Table iv lists studies/docuffPnta anrosters compileOloi
, -

the women's committees which address themselves to the par-

ticipation.of' women in the association's affairs. (ROsters

- .

usually serve as a referral system for appointmentson boards,

' Table. IV

.
Sampling of Studies/Documents on Participation'

of Women in Association%s Affairs .

AAP: Project in progress fdt assessing participation of women

in association's " structure;
2. 'Roster of;,Female Anthrdol6gists. (A4A, $3).

.

AAAS:1, 'Roster of Women and Minorities in Science
2. Office maintains informal vitae file and a card file, *

,of about 200 persons which is used for-recommendations
to advisory committees and panel's';

3. Projected that the,1975,A0ril issue of Science will /

summarize the activities af'the Office of Opportunities
in SCience and will include data on 'the participation -
of women in the associaelons structure.

0

AAUP: Rossi , 'Report of CoMmittee 0,70-71. AAUP
Bulletin. (Summer).. pa,..215-220:

.4

Q

AERA: 1., "Policy to eliminate ineqpties in the status of
Women within AERA ande educational "researChto be
released); '2 . :

;2.M. Brown. Participation of women in tfie 1974 AERA

7 -Annual Meeting, .EdUcatiohalResearcher, Dece.mberI974,
pg.'14-16;

3. "An informational paper on activities, of women's,
committees iA a sample of professional associations."

. , . ,

(to be releaSed); ,,,

;

,..t.

Survey of ,AERA Inembers,includylg-offic'ers, committee§,
-1-:

etc. (to be released).

APGA: no studies ,,..
.. -

- ,,, 14 1 ' 10. ,,;'-...1 ' .. . r .1 . 6 id ,I.
e .
- --

-, , ..,- .4. .,,
' . .-

.

O

.

4
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APSA: 1% Third
.

EditiQn of the .Roster of. Women political
Scientists (APSA, $2.50);

.

. 2.. Victoria Schtick.-. Femina Studen6 ReliPutslicae: .Notes:-
. on hetr professional attainments. PS, Spring 1970,

pp. 622-629; .

-- .

3. Committee on the.Status of Women in.tfie Profession.
Final Report and Recommendations. PS,-Summer.1971,
Vol. IV, #3, P. 461; .

4: Ana Finifter. -The professidnal status of women po-
litical'scientists.-: some current data. PS, 1973,
pp...4a6-419;

APA: 1. Report on the Task.ForCe of Women in Psychology (APA);
2..'1971-72 Roster of Women in Psychology. (A A) ;
3. 1973 Biographlcal Direciory.(APA);
4. a talent bank is maintained.in or er to appoint women

to APA's publication editorships boards and committees;
5. Monitor, 5, #3.

ASA: 1. The Status of Women in Sociology 1968-1972 (ASA);

NEA: 1. 'Task Forcerd Committee- Report's 1973-74 Fifty-third
Representative Assembly.of NEA, 1974.

Upon examining some of the datalavailable, figures show. that

women are usually underrepresented ,in association's afi'ai?s when

compared with the
*

percentage or expected frequency.baied on female

membership.,_

AAUP. Rossi
2
states.thatyomen have been very poorly-pep-

.

resented in. the AAUP;structure. Committee W Undertook a statistical

summary showing women representation among office's, Staff, council,

nominations, elected council members and national committees by

. a time series sampling every five years from the period 1916-1970,..*

At most two women have appeared among the officers or the staff

of the AssociatiOn. in any given.year. The percentage, of women

among elected bncil members of the'comMittees.tiaSido'C xceeded
0...0.00. -., . . . ,

,, ,

ten per cent./ Table V shows the regr'e:Sentatiorwdteil%lh...t4g. ...-.,,-.4:::
.

.:, '..-; ..=!,;47,- ..:
s , I ....* .. ,

. ...I , -AAUP structure- for the year.197.0/ 0 %

2 A.S. Rossi. Chair. Report:Of Committee W 197Q-71, AAUP,
Bu4etin, Summer 1971; p 215.
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Table V'
Representation of Womenaln
: AAUP Structure, 1%707-

Officers

Staff I.

Nominations for '

Council

Elected Council
Members

Nat'l Committees

AFRA. Generally, figures four participation of women in

AERA affairs show (with a noticeable exception fOr Special

Intees Group program chairs) an underrepresentation-of loromen.

Female ° ,

N .% Base N

5

16

51 8 60

10
a

30

17 i 9
186

4

Nominations for offic§,'in aj75. (president elect, divisional vice

.

; presidents, member'at large, divisional secretaries) show the
. ,

.
j,

selectift of only one woman out, of,tw.en-ty:c4e positions and that
f, ... '°

position was fdra ,clivision.ai secretary. (For update, refer to Part II of
committee. s report) 471;,.-

,
. Tab.

,

Patti::OIpatton 9:f o AERA Annual

Me AERA ,1 a--id-Interest Group

. , Temale
% -Expect- "'Lliffer-

abifi-pad ancy enoe-

% N % I' N % I N

:23 52 25 1 -2
I

Progrard'Ego0.6-§41.g;ivit-
'for pivisiiiit ,(;':-".-'...r.:',- -_-:- 771 171'

48socia,V0V-S'e§41:diT,U, : ,.' _ -.
.

...., ,
. ,, ., .

. Invited Addr4s,s;pres'en,*.aiahs ; 1 1
.

.

-"--;;;.'"7-7.--z-,5,-,.,,:..- "2 Ziiii siori,f.eaes4:666- ..
-- 23 .;

. :. . ,f..... .,.....t.....-y,
..,:.,-f--. ,-..- .

,...., ....,. .
,,,.._ ,.

,,, ..

.; ".%.,,,. 1 A .....- 1 ,. ,/,
- 3 ,4 ..,:- .':,:-. ./....,-. , : -'., ... ; :.;.

-. _.

_ . , ... , ,-, ..-!, . e... -,", ,:" ,
Ibj,d .:.,.... ,/ .. --... ,. , -. ., .7; -

.
..,,: .., ....\\ ,. :.,.., ,,,...f. ,,,,....

...7''.' .":%,1 0. .z. .?"'"2:;-4- .-`,4"/"--,,::4
Bi-own,f14,117",- g4rt&O.4,p'altgri _6 r clonzen% in the. 1974 AERA 4nnual..

. -,meeting?.ap au; RAC 6pe,9,14*...-.1.nr/rp0 tirouP, Leaders, Ea1.104tional

Re sear' lk i Dei.o://;1`97/4;-p :1;.:4'1,316./."L;: -1n,1
,-.

.

,.:!..' /4

1 1

6
5 3
2
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Male

%e% .N

1

Observed Expected Difference
N. % U- %

0

Invited Symposium and Total
Meeting Participation , i

Chair .

5

Participant -d16
t

Discussant - ; 4

Leadership Positions in AERA
I

,Special Interest Groups
Chair ' . ,'n
CoChair . _

- 1 ,6

SecVTreas:". . 0

Prog Chair 11

Prog Co. Ch .
1 0 .

.
4

1

ii.00 I''.--1.00

_ 4.00 -4.oa_ 0 -

- 0 _ 1.00 -1.00

H .1
I

05 - 18 ..o5o0

i- -1.50
--3. 00

- 1, 25 1+1- 75
- 2,0 - 8.00

- 1 2 _ I .50

APA. APA examined the participation in the association's

structure for the years 1969-1973.
6

Table VII ('

Participation of Women in Association3s
Affairs for' the Year 19737.

Women
Expected (23%)

Men Obserite4i minus
N % N Observed

APA 'Council of Representatives 90

Members of APA Continuirig
Committees and Representatives
to other Groups

2

APA Ad hoc Committees, Task
Forces and.Commissioris

`

APA Standing Boards and
Committees

Percentage of all govern-
ing units comhined

104

90'

86

82

161 17 I - -7%

t.

14 17 -9%

I I

22 26 -1%

21 23 -2%

-1

181 - -1 -5%

ASA. Ili' the'66 year old history of ASA only two women have,

been president'. Unti.1 1970, no women held elective office. The

data collected by ASA shows that fewwomen are nominate d for office,

thuS- making it difficult for women to gain elective offices.,

6lkPA Monitor, 5, No.3.

7
Ibid.

e:95

4.
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An ASA report examines
the,participation of women in the dSsoci-

ation for the years 1966-1972.8 The latest figures are more

encouraging when compared to those of other professional-associ-

ations, though women participation is still low in Constitutional

and Standing Committees.

Table VIII
Female ASA Committees and Elected Officers, 19729

Observed Base Expected (15%)

% N- N minus Observed

Elected Of and Council 27 1 5 1 18 i +172

Elected Committees "18 : 5 27 'I +13

Council or Pres. Appt. 18' 36
1.195

+3%

, 1

1Editorial Boards 16 20 123 +1%

Elected Section Officers 9 6 67 1 0
I

Table IX
Female ASA CommitteL Members, 1968-7110

1i,, Observed
% N Exp. (15%) - Obs.

Constitutional & Standing Comm. 5 30 -10%

Ad Hoc Committees 12

Table X
Female.Participation in Annual MOOings

t of the ASA, 1972"

Exp. (15%) - Obs.
Observed

% N

Total.participants 15 1143
1

Total, session`' organizers 14 , 12

Total session chai4 erson, 14 1

1

'17

8The Status of Women In Sociology. ASA, 1973 _

9Ibid

10Ibid

11
Ibid
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Table XI
Wpmen:Authors in Two Leading Sociology
J.ournals,i96-7-7-2 (Amer. Soc. Rev. &
Amer. J. of Soc.)ld

Observed

79!
all women authors 11.5 -3.5%

1

I

10.3S 50 I -4.7%
. ,

'NEA. Although women represent 67% of the membership of NEW

single and senior
women authors

they are.greatly underrepresented-in NEA govOrnance, both in

e- lected and appointed positions. °Staffing patterns.of NEA and

its affiliate s also reflect' an underrepresentation of women.

Women represent 40% of the NEA professional staff and dray 29%

of the management staff, yet they comprise 67% of the membership.

Table XII
4

'AWomen's Representation in the NEA
and Affiliates, 1973-74

Observed Expected
N Base Expected minus

Observed

Governance
.

Executive Committee
Board of Directors
Chairperson' Stand-

ing Committees
Members Standing

Committees
Chairpersons;.; Appt.

Committees
Members, Appt. Com.

NEA Staff
Executive
Management
Professional

-

4 10
I26 28 107

1 5

- I 6
i

25

- , . 4 18 t

41 I 56 1 137
i

f 1

as'2-
29 23 -80
40 67 i 167

Affiliates
_ Governande 31 17 52 1

staff

0 Exec. Sec. (State Assoc)' 1 52
iManag.,Prof. Staff . -..-

(State Affill) 11' 49 s 440

6
67 -41%

3 - 2

16 -10

12 8
67 -26%

.

12 -10.r

67 ' I -38%'
67 -27%

'67 i -36%
i

3.4 -33

67
1 -56%

12 .ibid
13

Task Force & Committee Reports, 1973-74. Presented to the 53rdxepresentative Assembly or the NEA.
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VI. StudieS/Documents on Status
of Women in the Profession

-Tab1e-XIII-1-ists-a sampling of studies accomplis hed.by the

women's committees on the status of women within, the associati'on's

profession.

Table XIII
*Sampling of Studies/Documents on Stat'us

of Women within PrOfession

AAA: 1. A study'haA been completed titled "Sexual stratification
in academic anthropology".

AAAS: no studies froM AAAS; AAAS has
1
280 affiliate societies.,

some which have produced such documents, e.g., the Amer-.

scan Physical Society, American Astronomical Society,
American Chemical Zociety, American Society of Bio-
logical Chemists, American Society for Microbiology, etc.

- AAUP: 1. A. Caswell Ellis, Chair, 'Preliminary Report-of Committee
W, on Status of Women in College & UniVersity Faculties,
AAUP Bulletin, Oct., 1921, p. 25;

2. Rossi, A.S. & Ann Calderwood. -Academic Women on the Move.
Russell.SageFoundStion, 1973.

AERA: 1. "Participation of women in the educational research.'
community,".(to be released);

2. "Role and status of women in training institutions and
as employees," (to be released)

APGA: none

APSA.: 1. P.E. Converse and.J.M.Converse, The statUs.of women
as students and professionals in political science. PS

Summer 1971, Vol. IV, #3;
____

p. 328; '

2. Victoria Schuck, 'Women in political seience: some pre-
liminary observations.. PS, Vol. II, No."4 (Fall-1960, i.

pp. 642-653; .

..

3. Victoria Schuck. 'Some comparative statistics on women
in political science and other social sciences. ',PS,' .,

Vol. ITI,.#3, (Summer 1970), pp, 357-361. *

4. Women in political science: studies and report of the
APSA Committee\on the Status of Women in the Profession,.
1969-71r (APSA).

5. Committee on -the Status of Women. PS, Winter 1974, Vol.

VII, No. 1. . ., ' .

6. Ada Finifter. The profetsional status of women political

. scientists: some curr4nt data. PS, 9.973, pp. 406-419.

- I

-.
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'APA: ;l. Report from the Task Force on Sex Bias'in Psychotherapy. (APA
2. Report Qf the Task Force onthe Status of Women in

Psychology. Amer. Psych. July 1973; P. 611;
3. Survey of Psychologists in U.S. and Canada. Doc. #463. ('APA);

. 4. Recruitment of minority group students and women. Amer.
Psych, Feb. 19741;

5. Survey of Women MembersOf the APA, 1971 -72. (APA);
6. Survey of Depts. of Psych. 1972 & 1973. APA, 197'4;
7. Report of the Task Force on the Status of Women in Psychology.

Sept. 1972.
,

'ASA: 1. The Status of Women in Sociology 1968-1972. (ASA)

NEA: 1. Tas,k Force and Committee' Reports, 1973-7.4. Presented, to
the 53rd Representative Assembly of,the

VII. Policy Statem4nts on thp'Status of'
Women Enated by Various Professional
Associations t

Table xiv contains a, sampling, of policy statements enacted

. by the varioussprofessional organizations',:

//
Table XIV

Policy'Statements on the
: Status of Women

AAAS: 1, support of equal opportunity for both women andminorities
copies sent to affiliates asking for endorsqment);

2. support for elimination of age discrimination in fellow-
shl,ps and grants;

3. directing AAAS 'to provide Science,Edueation programs
for women and minorities andplaoihg highest priority
on this activity;*

4. directing AAAS to celebrate Internatiofial Women's Year .

through appropriate activities. -

AAUP: 1. faculty-members not be penalized because of marital
relationship with another member;of,faculty;

2. censorship oecolleges and univErsitieS practicing : .-

ditcriminationon basis of age, sex; race, color,A
religion, national origin.-_and marital status;

3, support of efforts in institutions_ of higher.education
to eaiminate discrimination on baSis of sex, race, etc.
including support of affirMitive action efforts and

- re- examination of salary structure and patterns -of
retention- promotion;

'4. recommending colleges and universities to prov ide ieaves
of absence to faculty Members for child-bearinR, child-
rearing, and faMily emergencies;

5. recommendations made by women's committee to ass the
following resolutions: part -time appOintmen in
higher education,, avoidance of generic use or masculine

I r
7.

.1.
,

;1

11.
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pronouns,and.the term "man," on grounds'that such
usage reinforces the imagery of:, women as subordinate
-and ultimately invisible persions seldom in positions
Qfpower and authority

s 4

AERA: 1. resolution passed discontinuing joint program with
PDK and PLT due to organizations sex discriMination
practice;

2. resolution passed to form committee to, investigate
the status of women in educational research;

3. resolution passed that women be appointed to committees
and nominated for elective office commensurate with
the number of women in the association;

4. resofution passed directing the Executive Officer
to repOrtannually to the CounCtl on the number of
women in AERA with an analysis of their roles in

. the'associationi
5. resolution passed "AERA supports the.policy of open

recruitment and urges employers of educational researchers
to cooperate in spirit and practice to end discriminatory
patterns of hiring and recruiting."

AMA: 1. Resolution passed that the Strong Vocational Interest
Blank is, discriminatory and that the test be Devised.

APSA: 1. affirmative action for political science profession;
. 2. disapproval of dit'crimination;'

13. encouragement' of active participation of women in
association;'

4. -stipports abolitionof nepotismPrules; ,

5. supports part-time employment;
6. supports eqUality of rates and benefits payment in'

public -and priyate- retirement plans;
. 7. directs that child dare service be provided at'- annual mtg.;

8. directs, that letters of recommendation not include
referenceg which discriminate on, basis or sex, religion,
or race;

9 supports open listing policy whereby all positions are
1istbd'in APSA newsletter;.

4f -ao. directs search for funds.to_provide legal counsel;
II. directs continuance of women's committee.

.st

APA: A.PAhas !classed many resolution on sex discrimination, notably
the '

.

1. resolution supporting abortion rights;
2. resolutibp supporting affirmative action;
3, resorution supporting, gay ,right;
4, resolution supporting day care ,
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ASA: ASA has passed over 32 resolutions on sex dibcrimination.

They include: C

1. support of hiring and promotion of women;

.' a. equitably awarded graduate stipends.;
3 women's study programs; /-

4. day care centers;
5. flexibility in teaching assignments;
6. open employment of faculty;
7..more women to advisory and governing boards of association.

NEA:- The following recommendations were referred to NEA Board
.of Directors' for implemehtation as feasible:
1. NEA and affiliates should reflect' 50% female representation

for elected,-appolnted'add staffing positions;
2. collective bargaining should.be utilized for attainment

of women's rights;
-- 3. NEA and affiliates develop training models in leader-

ship skills for women'in program development, management
and administrative-competencies;

4. NEA develop a slide' show on "Women in the Education
Profession" to'be used, to increase member awareness;

5. NEA develop information systei to secure data on present
employment status of women at national, local and
state levels;

6. President to appodt advisory group of governance and
staff to monitor sex discrimination in organization;

7. create program activities to create communications and
support systems among racial and ethnic minority groups
of women; ' -

.
8. support of litigation of women's rights issues;

9. NEA'and affiliates to develop national policy statement
on sex stereotyping in schools and work for its inclusion
in persdnnel policies of local educational agencies;

10. NEA and affiliates continue to work for strong regulations
for enforcement of Title IX, assist in dissemination and
inform btUdent and teachers;

11. NEA and affiliates to work for passage eigd full funding

of the Women's Education Equity Act;
12. NEA and.affiliates to work 'for inclusion in state.and

federal funding sources programs directed at elimination
on sex role stereotyping;

13. NEA and affiliates to work for inservice training programs
4pereotyping in collective bargaining agreements

with local agencies;
14. NEA and 'affiliates to provide training for affiliates

and members in sex role stereotyping;
15. NEA and affiliates to develop curriculum materials for

teachers to correct biased material% in classroom;
16, Build communications and-coalitions with community

groups and women's gFoUps for collective action for
eliminating sex role stereotyping;,

'17. Build coalitions with groups interested in early child-:

hood.education and day care;
18. Build coalitions with community groups on inservice
19. Build coalitions with.ninorJrn women;
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20. Build coalitions with older women;
21. supptrt passage of ERA;
22. continue Women's Rights Task Force

4111

RecommendationS for AERA

The contents of this report suggest the following recomMe ations

4 -

for the Committee on the Rble and Status of Women to cons er,:

Association Affairs

1. recommend to association the continuance o the Committee on
the Status and Role of Wop'en;

2. recommend to association a study of t feasibility of a new
div121or ng",70_,,,,rities and women;

3. recommend association to past resol
maternity leave, part-time appoint
researchers;

4. riecommend association to celebr
Year with a suggested activit
researchers in a special iss

. 5, recommend elimination of, s
6. recommend association to
-.discrimination.in awardi

3 recommend association
instruments with sex

8: recommend associatio
s at annual meeting;

9. recommend associat
listings placed i

lg. recommend associ
educational ins
recommend asso

12'. recommend asso
13. recommend ass
14. recommend ass

and sex differenc-es/similarities:

ions bn antinepotism,
ents for educational

to International Women's
of honoring women educational

e of Educational Researcher;
ist larigu-577-53615ETTc.1717IffairS;

ass resolution condemning age
g fellowshipsiand grants;
pass resolution,on revising test

ias;
to provide child care' service provisions

on *4to support open listing policy, wtth all
Educational Researcher;

tiorli.:to pass resolution on encouraging
itutions to eliminate sex stereotyping;
iationto support Title IX;
iation to support Women's Educatibn Equity Act;

ciation to support ERA;
ciation to support research in_ sex role- stereo ping

Women's Committee Affairs

1. CoMmittee should Consider possibilit;k_of searching f 'r funds
.iforpart-time staff person to handle women and mi rity pro-,

. jects in offic4; _ )7

2. Committge shOuld maintain a clearinghouse'on women id'profession
and.orgadization with updated published list ofstudies/reports 'l

available to personsi.nside and outside academic done by committee
and other pers'ons; . ,

,.,

/
3. Committee should develop a program to encourage women to enter / /

educational research; ..
/

-
4 /

,.
,

/

1-1'1")
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.

4. Committee sho4d rep t7 yearly to the membership, activities
undertaken=by the committee. This report should be placed
in Educational R earcher; .

.

/.5. .The committee ould disseminate a booklet summarizing findings
ion women in ofession and in organization;

6 The commit e should publish a roster of women in educational
research;

7. The co 1,,ttee should maintain a vitae file for recommendations
to adv ory boards an committees;

8. The committee should establish a aialten,with OCR and EEOC;
9 Co 4ttee should establish relationships with other professional

wou-n's committees;
.

. . .

10. Committee should survey women memberibip forbconcerns and
uggestions;

.

,

11, Committee should provide information on grievance procedure to
women;

/12. Committee should monitor AERA in respect to participation of
,.

.

/ Women in organization;
.

.

13. Committee shoala'reprimand AERA on not keeping to policy on
nominating women commensurate with their ndmbei,in the organ-

. ization in the 1975 elections; ..

14. Committee should review existing association policy and guidelines
6r possletile sex discrimination and sexist wording; ,

15,' Commit* should act as referral for sex discrimination complaints
to pr;eper agencies; ..

16. Committee should provide assistance to women in graduate education;
17. .pdamittee should compile a listing of research done on sex

.

/stereotyping, sex differences /similarities.' A

r,,t

WO
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HELPFUL SOURCES OF INFORMATION

Project on the Status and Educatl7on of Woffien, Association*of

American Colleges. 1818 R Street, N.W., Washington, D.C..

. 200.09. Project compiles materials ,on the' status and education
of women in) higher education.

.

Oomen-Today. National Press Building, Washington, D.C. '20004. A

bi-weekly nQwsletter on women in the.news, as well as issues
and current events of importance to women. $18/year.

AAUW, 2401 Virginia Ave.', NW, Washington, D.C. 20037. Compiles
a listing of women's caucuses and comnittees in profestiokal

associations;

Resource Center on Sex'Roles in Education, 1156 15th St., N.W.,

Washington, D.C. 20005. Publishes occasionally Resgarch

Action Notes.

Sek Equality in C.iidance OppOrunities Projeg, APGA, 1607 New

Hampshire Ave-'., N.W., Wadhington, D.C. 20009. Provides
technical,assistance to help elemntary'and secondary school

counselors and.related
educational.personnel to rcogni,ze

and change detrimental effects of sex role stereotyping.

Publications.
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EMPLOYMENT RESOURCES,

1.. Federation ofOrganizations for Professional Women1346 Connecticut N.W., Rm 1122
' Wash., D.C. 20036

(202) 833 -1998

'a comprehensive survey of,registries of women invarioutprofessions; contains information on how to set up a registry.'as well description of existing registries. $5.00 .,
. 2. HERS: Higher Education

Resou'rbe Services
Brown University

.Proyidence,, RI 02912
401-863-2197

*screens applicallts for.positions; acts as a...nationwide clear-inghouse for faculty andadministration; founded by a Fordgrant.
4, .

.... .

.

3. Cooperative college RegisOlit - :National Chte for Higher Education
_ One Dupont CircleNW 1

'0
WaShington, D%C.'20036

X
,*non-profit organilation;introdwes experienced faculty andstaff personnel and new teachers te collegesand universities-natirwide for positions 44i- all areas.

, *
CATALYS

....' .

.
,

4. T .

.4- 1.,- s.

6 East 82nd St.,

YNew York, New York 10028 /.

212-628-220.0

t-*maintains a nationdl, compdterized roster of women age24 and over, who have completed at least one year.of-collegeand who seek 'all types ,of employment.
I

. Affirmative Action Register
, Affirmative Action Services,

10'S. Brentwood Blvd.
2 St. Louis, Mo. 63103.

o

"-t-
,
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Part V.

a

WOMEN IN EDUCATIONAL RESEARCH:
AFFIRMATIVE ACTION PLANS .

`.1 4

o

Elizabeth Steiner Maccia
Indiana Uniyersity
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That women do not have equa'N. opportunity to .patticipate in the' .-,...:
,: ..: .

i av ' .: .... .
,. .. -

American Educational Research Assbciation, (AERA) ids; dOcumented by:the:Q.,'':' - -.;.:. . , ..b-...-:t. - - :'

study of Jean Lipman- Blumen and Patricia Stivers.: ;Tliat women do not'.'We '' :
, , . . b: ..equal opportunity to become educat ional
.

researcherrand to be educational .
. ''I . r t
. l'

. 5
..!:researchers is documented by the .study of Carol Kelir Tittle, Terry N.,.

,..

.7 r -I I.

,
Saari°. , and Elinor Denker. That effective measures\ to .Fectify discrirni- -;-.):.

, :.
. .1,

, : .-
t , . -

nation against professional liomen can be devised is Cl9c1Asiiented by, the study 'S
I; .,.; . .

of Noele Kienkle Consequently, in order to provide iwolleti educaaoiial re/"- ...*
, , .t-,., \ : .-,'

,. .searchers with equal opportunity , I propose that_wometV,s..af\firmative action . .,- ,
..... A

plans with respect. to educationaliresearai be instituted and -hat AERA .play; . b.
I;

II
I,

b ..a central role in their institutlo
' ',.. , .. - \ , . b ../. -, I

, , ,A women's affirmative action plan with respect to educational-research .1
, . ,. \ ;,1, .... ,

is a policy document that incorpoiales ore than a .passiite of:.nUti..--.

discrimination against women who are educational researcheis ar' are in. the -...
_.

. .

' . . : \ . ,Z.,

., ...

' .1 1

:1
1

i

.. ' ..*
* . :.. .,j>,.: . ...,

.." ..... ----process of becoming educational researchers......It:is a policy; 'doiument'. tl;at''' \-
.

-
..

,,

..". .

'-- - .." 4"/ : . : ...... . .... ..,, ...1

.. I t e,-..... . ..
--requirel deeds that rectify inequality of eduC-ail,i3nal' rs.4.'ti11 4portunity`

. . .
. - .,...._ ..-

ciu-e-to--d-iscrimin4ion on the basis of keniales-de,i;:' .Since .womeii m'a.Y.,::beNdis-
. .

criminated against wi.-tiiiii-iiik da-.4ell as within ithe:idiicitioriai researCW::::: -.
:-",-.. --' -

... traging .4ridipx: research' organizations to which' ..OWs--.melz1bgris %belong a...,a ,...,
, , .., . ,. - .

..:F" /,. ,-WOmL,Il!af,fi-rEaatiyer,,Aitioi:i plan- for AERA as wa3;..d.,:.V,onik.fifg`;_-4./firr.lative.. ''.,-- --.,-,., '',._:'''..f-,:",,-:. ....... -:-,:",'' .',.... ...1. :. . '..." ' / ? bi. -...'''''.;:"....',.':).*-1,..)-; t., A : -:

action piles for edUCa4plial re'searct.heri, of' IndianaipttiV.44iity!, the San,. Nb

1:-.: -- ''..--.-7. . ". ............,.; .., e.,:.-.7 '- '',- ,

It. _Francis c-cF'`,ilnicie.d...dcflool tliicricr,;;-.:4144 Xork. ttkte-,tre'pArtrgen'tcif EduFation,
i' '' .- ;--.A ..-"- *, --, .:-: ,,--:,- .. .... , .'--.....--':.:..\-, -'' .f/ -. .,!. ,

7 4:lcat 1.q44..i'll,A8irig'...S4iiiii.-4.-!epd'''Ehe,other at f iliatei:4.educat tonal ',research
. . , . . -..,., , , , . -,,..-'-.,,-,...-,-:; ; .:.:...-;-...; _*- . . ': - .,..3 4-, 1.-.' ; ',

.

.- ....: ,..... ,,,.. . , . ; ;,...-..-.- :,/,..,.....- .:,: A . :: ..t.. ,..1 .1, . '' 4 i..y.. ,...,... . ;1 i ' 1

frili.i.1-4- and/Or 'x'6.eiar;c711.-ctrgaifil,z:444404r6firectuled ,...;`i ,-. 3. :: 'i,, ',.,-;.:...----0-%- =,..----t .- - ,, t -\ u ; :,-
t Turning first to:tlie*. .a:.,Iff-itniat.-±ve'.adtion'IMan- for AERA, what is

, 4

t; : ... 'I -s., _____

,

AERA,
S 1 ...... e 't; t ' ",

1...;:l
,4

. J.t...,..;.*::.!. . ,. .... 0 0. .,,.... 1, 1 .\ 1 .! V .. kt, ;

necessary is a st atemf_int)-4t-dpitimitmen*::.9..eq.mal:_opportu ity_ fo-t women , k to:
. .: , to- Vi3

7,7
fr.

. .4

,

." I **4: " k

.4 c A
,

--,-. :;-
"1.

-,:-..-;,:1;.4';`-;``/
):

,`, :
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.

," . Ir. .,pAiticip40,in the association. This commitment musb,detiiledthrough

-pOliges'EOVering the main categories of.associatIonal attiv. .ties.`,14Rxer'zi:I.:....,

..:.., i' /='/:.., ? -':,
mice, publication, placement -se ices, and meeting; .kt*reslieot'to

. .. .-
if..:.- ....- _.'

C1'governance, appointment to committees and offices aft 4. 11inat.ons,should .1.,.. ,

be treated. The following motion of the AERA Cou40.11 19731,

to a(proposal of Oeiwamen's caucus that repiesentation 'should be'eiluar to

the number of women members, is an example:

'Motion.(EbellClifford). It is the sense/ofEhe
ASodiat'ion'obuntil that women should,be:ppbinted to

. committees 4dd offices and' nominated. fpi-;:ele6tiVeOk-fie commensufate with the number ofVoncen in,.AERA;r: ,?''

-
A:g-'.4o-puhrictiOn;:policies relative to equA-bpROriunity in editing and-,

;

publishig as*well'aspolicies relative to non -sex bia0-ii the content, of

. -'

r

publicatitins,,shoUld:Ve Guidelineg,/ s for -their'

% , .,:,.. .. , .. . .

':',publicailOns, would have to be developedi..Policiek.:relativeto equal op-
I.
.,

--` .-'
':pcittUniES7 in the association's plaC0670.it si.;iices,heed statement.

. A
'''

innig -is the Council's endorent,in 1974 of.the'following:

, .

..."";- ' , .-
). .....,

, ,.

/ . ./AEKA supports.the'polity of. open reo;uitni and ''

. urges .employees, 9diicabnal re0earehO's to co-
,

operate in-spii'andipraitice to end discviminatory
patterns of.,hir.ing andreciuiting

- 7 ,
, ,

Finally, as,O"meeting,foll,cies.relative to.equal,opporainfty to- receive
, -

rewards, read papers, etc., should be fOrpiu1ated. A noteworthy step in that
r

.;: ', ': "direction Countil in 1973/U, pon the request of the .women's
P7

c...'"
caucus.that. consiaeration be given to.didttntinuing.:the,jOint'PERALPDK Award:'.j... , .

.. . "

is

f

fot Disti4a6fied Contribution to Educational ResearCh because of the dis-

criminatii:g practice of PM:-
. .,'.. -',4.. . . -..-

.
. %

Motion Cronin/Bidwell). It is moved thatAERA
Withdraw from joint sponsorship with'Phi Delta Kappa
of the annual research award. (Carried, 8 for, 3 %

.against).

,.,.
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In an.affirmative action plan it does not suffice to detailcommitment,

.
. .,*

goals and timetables with respectkto policies must be projected. It should
.... .. (

-*

f

be pointed out that, even though it be granted that go9.1s are quotas, af-

firmative action does not demand utilizatioh of non - qualified persons.

J. Stanley Pottinger, former Director of the Office of Civil Rights, argued

that goals were not quotas.

Quotas, on the one,hand, imply a numerical level of
employment that must be met. If quotas were required
they would-be rigid requirements, Ind their effects
would be to compel employment decisions to fulfill
them, regardless of the compromising effect fulfill-
ment might have on legitimate qualifications and
standards, regardless of the good faith effort made
to fulfill them, and regardless of the fact that
quotas might have been set by arbitrary standards,
unrelated to the alienability of capable applicants
and the potential of the contractor to recruit them.

Gdals, on the other hand, signify a different con-
cept and a different employment process.- They are
projected levels of achiev ent resulting from an
analysis by a contractor of. ficiencies, and
of what he believes he can do about them. Establish-
ing goals signifies both that the'contractor has
made such an. analysis, and that he has commited
himself to good faith to beet them. (1)

Sidney Hook, however, argues th a t goals are quotas.
r

.

What is. the logical or cognitive difference between
saying (1) ':_you are to aim at a quota of 20% red-
heads for your staff within two years," and (2)
"You are to set. as ydnix goal.-recruitmenof 20%
redheads for your staff within two years"? Quotas
are numerical.goals. A "quota of 20 %" is equiv-

t
alent to."a numerical goal of 20%." The expres-
sions are interchangeable. The cognitive meaning
of neither sentence is altered if we substitute
one expression for the other. (2)

He goes on to place his argument in the context of.remarks such as Pottinger's.

Spokesmen of HEW seek to absolve themselves of the
guilt,of seeking to impose a quota system by 'insisting
on a distinction that makes no difference in fact or

.

'3.
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practice. "We don't demand," they plead, "that the
nFmerical goals we set down actually be achieved. We
.ask only that a good faith effort be,made teachieve
it." How does this di fer from saying, "We don'4
demand' that the quotas ctually be filled or reached,
only thatyou honestly e "?

Stated this way, goals and quotas do not differ. But there is a difference

between

41
demanding compliance and calling for an honest try. While it might

,be, as Hook states it, "natural...to reduce standards in order to establidh

good faith in the quest for numerical goals or quotas," it is not demanded

by affirmative action. Even-its naturalness dr what happens in practice is

open to question. To call for an honest, try is to give necessary leeWay

for not utillizing women who are not capable. Through projections of goals

and timetables, therefoie, good faith is shown in trying,to carry out

policies.

But goals and timetables depend upon a data base. Therein lies the

importance of,motions, as those of the Council in 1973, which directed the

Executive Officer to report annually to the Council "on the number of women

'in the AssoCiation and to provide an analysis of the roles they are playing

on various committees" and which instituted a Committee on the Role and
it

4,
Status of The Committee on the Role and Status of Women through the

efforts Of Oan Lipmp-Blumen and Patricia E. Stivers has secured data on

women's partieipati4in AERA. This data could be a basis for projection

of goals and tLmetables forvdmen's,participation in AERA.

Two more dimensions must be-added to any affirmative action plan, i.e.

dissemination and' .evaluation mechanisms. To insure that policies will not

remain inoperative, plans must delineate how others will be involved in

carrying them out and how their success dr failure will be determined so

modification can occur.

Al
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4.1

To accomplish a complete women's affirmative action plan for AERA, a

full time women's. affirmative action officer needs to be appointed. Data

collection, diAsemination, and evaluation are not one-shot or part time

affairs. The Ccimmittee on the Role and Status of Women can do no more than

point AERA in the right direction. To mark off a path for full participation

` ,of women in AERA's activities andto stay on that path calls fo; the firm

hand of a women's affirmative action officer. However, a standing committee,

like the one on the role and status of women, should be instituted as ad-

visory to that officer.

Turning next to the institution of women's affirmative' action plans by

educational research training and/9r research organizations affiliated with

AERA through its membership, obviously AERA cannot institute them. But AERA

can play a role in their institution.

The women's affirmative action plans for educational research training

and/or research organiz4tions affiliated with AERA should contain the dimen-

sions of any women's affiriative action plan lor educational research:'
14

' 'policies detailing the commitmeneto equal opportunity for women who-are or

are becoming educational researchers, goals and timetables supported by data,

and dissemination and evaluation mechanisms. The essential difference be-,

tween a women's affirmative action plan for AERA andouch plans for educa-

tional research training and/or research organizations affiliated with AERA

would be ttie kihdS of policies to be detailed.

In the study byiittle, Saario and Denker for the Committee on the

Role and Status of Women which presents data on women in educational

research training and/or research organizations, the following

categories af these organizations were sortedouv.: colleges and universities

5.
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with doctoral programs in education, school districts, state departments,

:and research and development orga izations. It is patent that programs for

training educational researcherslwould be found in most cases in colleges

and universities with doctoral'p ograms. Consequently, colleges and univer-

sities should have, in their wo en's affirmative action plans for educational

research, policieqkdetailing equal opportunity for women becoming educational

researchers. The facets explored in the Tittle,_Saario and Denker study

indicate the kinds of policy needed: policies.on admission, recruitment,

isupport and placement. All of the organizations sorted out above are research

organizations and so should detail policies of equal opportunity for women ,

educational researchers. Policy on the following should be stated:,recruit-

mene, hiring, anti-nepotism, placement, job classification, and assignment,

promotion, salary and fringe benefits, conditions of work, leave, termination,

and 'pregnancy, childbirth, and child care. All of these kinds of'policy have

been noted for colleges and universitiesin the Higher Education Guidelined,

Executive Order 11246, and pertain likewiseto chool districts, state.

departments, and research and development organizations as the Tittle, Saario

and Denker study points out.

Fortunately, there is a base of affirmative action plans upon which one

can build those for women in educational research. Government, particularly

federal government, has played an active role in the institution of affirma-
,

tive action plans. For example, under EXecutive Order 11246, the bepartment

of )Health, Education, and Welfare has forced, according to their guidelines,

plan formation by universities and colleges falling within the Federal domain

due to their Federal contracts or sub-contracts. State governments too have

regulated such plans. And progressive organizations have instituted their

6.
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own. Yet, these plans are only a beginning in the-institution of women's

affirmative action plans with respect to educational research."TheTittle,

Saario, and Denker study attests to this. Some educational research organi-

zations do not have plans and thOse that do have incomplete ones.

AERA cannot regulate; it is not a government agency. Nevertheless,

it can demand adherence to its guidance, It can censure. Thus, AERA has a

role to play in instituting women's affirmative action plans for'the educa-

tional research training and/or research organization to which-its members

belong. It can set forth guidelines and evaluate adherence,thereto. If

adherence does not occur, it can formally censure, Again, a fifin hand of a

'ull time women's affirmative action officer would be required.

But is the proposal of women's affirmative action plans a moral one?

All would admit that we want to live in a just society. But all do-not agree

as to what a jUst society is.* Some would hold utilitarianism and take the

likst society to be one in which its institutions maximize the net balance

of satisfaction summed over all the individuals belonging to the group.y, But

surely each individual:has an inviolability that cannot be overriden by the

welfare of the group. Also some would hold that all individtals should be

treated equally. But 'surely there are differences in individuals. By

accepting a Kander; Position on justice, such as Rawls'(4), both inviolability

and differences need not be set aside and communality is possible.

Kant's categorical imperative stated as the principle of universality:

Act only on the maxim whereby thoucanstat the same,
time will that it should become a universal law

.
-

.

sets forth that subjective choosing ought to be.objective: Thus,
*.
this principle

\

.

'" is a normal one for. rational being. 'It is a requirement for being rational.

tf

The stating of the categorical, imperative as the principle of autonomy:

7.
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So act that the will.could at the same time regard
itself as giving in its maxims universal laws

.1

makes clear that subjective choosing which is .objectivelts alSo a will

con4itioning itself or a good will. Thus, this principle establishes liberty;

It is a requirement for freedom. Finally, the stating of the categorical

imperative asthe principle of humanity:

So act that in your own pe rson as well as in the person
of, every other you are ,treating mankind also as an end,

___ never merely as a means

\.1makes subjective choosing w ich is objective respect for the self. Thus',.

-
.

this principle establishes inviolability. It is a requirement for communality.
,r

All together these principles are the categorical -imperative which is the

basis for rational conference and agreement, i.e., for fairness.

Rawls sets forth two principles of social justice that he takes to be

chosen by human beings who are rational.

First: each person is'to have equal right to the most
extensive basic liberty compatible with a similar, liberty
for others.

Second: social and economic inequalities are to
be arranged so that they are both (a) reasonably ex
pected to be to everyone's advantage, and (b) attached to
positions and offices open to all. (5)

Rawls restates the second principle to clarify that a difference principle.

operates as welr as a principle of equality of opportunity:

Social and economic inequalities are to be arr nged sp
that they are both (a) to the greatest benefit of the
least advantaged and (b) attached to officesa d
positions open to all under conditions of fair equality
of opportunity. (6)

These two principles set forth the policy for society's ass gnment of rights

and duties and,for the distribution of social and economic a vantages.

Since affirmative action plans specify policy about th= distribution

of social and economic advantages, analysis will be'in terms f

8.
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second principle. This principle is not one of redress in the sense of

requiring society to try to compensate for inequalities so that everyone

on a fair basis could compete with everyone else. However, the second

principle does demand recognition that,the advantaged are not to gain be-

cause of their native assets or Social circumstances but because of bene-

fiting the disadvantaged. The advantaged are not deserving of greater social

and economic rewards than the disadvantaged, inequai.ities of birth or station

4

are not merited. Hence, no one should gain or lose from one's arbitrary

place in the'distriburion of natural meets or social circumstances without

gaining or receiving compensatory advantages in return. In other words, the

. --
second principle is an agreement to share in the benefits of the distribution

of natural talents whatever it might be. Rationality;- 'therefore, is non=

supportive of either a merj,tocracy pr a technocracy. These are unjust social

to

arrangements. Still, the second principle does notkperpetuate The status quo.
4

Earlier generations owe to later generations the implementation of, policies,

including eugenic ones, which will; if it can be done, move,the society to-

ward equal talent..

Patehtly, affirmative action,plans constitute policy that is moral as

well as regulative. The second principle oft justice is embodied in the two

basic concepts of affirmative action plans, non-discriminatiO

action. Non-discriminatioh relates to the principle of equa pportunity,

while affirmative action relates to the principle of difference. By not

discriminating on the basis of characteristics non-qualif iai for educational

d aifirmatfve

research, equal opportunity for parbicipation within AERA and edutational

research training and/or research organizations is posible. By involving

women qualified with respect to educational research training or research,

talents formerly unavailable result in benefit for all.

9. r-
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Sidney Hook-has called affirmative action plans immoral on the grounds

that the affirmative action part' of the plans is disciiminatory.

-For some purposes--trade,,immigration policy, rationing
of scarce commodities, etc. -- a quota system may be

legitimate. But whenwe.are seeking the best qualified
person or persons for a position it is never morally
legitimate, particularly when wg are on record as being'
opposed in principle to discrimination on grounds of
race, religion, sex or,national origin except when these
are justifiably among the qualifications, e.g., sex for
certain kinds of dancers orofficers for women's de-
tention centers, religion for service in house worship,

etc. (7)-

Obviously, Hook is,mistaken. Affirmative action does not make sex or race

or national origin 'qualificItions-for promoting learning. Women and. minorities. ,

are scheduled to be'hiied to demonstrate that being a non-minority and

male are not qualifications. But what if qualified non-minority men are

not hired? For example, the Female and Minority Program at the University

of Minnesota was discontinued due to complaints of reverse discrimination

which were made to the state hutian rights commission. The F & M Program
1

opened higher paying administrative and professionaljobs first to women and

L minorities. In one, year and a half, 133 F & M jobs were filled, and only

43 'of them finally by white males. (8) Again the problem is not with affirm-

' htive action. Rather the problem is one of allocating resources eo hire non -

minority men as well as womeni atd minorities.

Given the budgetary 'crunch in higher education, firing not hiring,

whether it be affirmative action hiring or not, faces us. If a society and

its associations cannot give opportunity to its members, then that society

and its associations must be reordered for justice's sake. Policy relative

#

to resource reallocation is required. Resources must be reallocated from

that which is destructive of human spirit to that which is not. Only in the

context of such policy can affirmative action plans further the just society

andAust associations.

G
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