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FOREWORD

How exciting. to be on the cutting edge of change! Many'Of-'
- .

us felt such excitement in Dallas, Texas, November 9-11, 1977,as. we 4

participated in a significant and historic future's,confereoce.

Addres.sing the problem 'of.expapding the 'Pole of minority women.int

t educationa) research and development, the participants focused theirs

combined experience and expertise on the recruitment, training, and

placement of minority women in,careers as educationil researchers in

curriculum and instruction.

The participants.recognized barriers to minority women in educational

research and development. They identified needed skins and the recom-_

mended trainingand'placement strategies to be used by regional Tali-Oratories,

professional organizations, funding agencies, local /and state edCicational

agencies, and 'universities.

The Association for Supervision and Curriculum Development is proud

tb be a cospo sor of this. important conference'. ASCD- is the only ecitica
41 1

tional organi tion which is involved solely in the improvement of

curricUlum, instruction, and supervision,-I. Through 'its policies and pro-
,. :

grAms, ASCD has demonstra.ted its comMitOnt to the recognition, developmentf,
.

.4 IS ....'

and utilizatiOn of the abilities of womeh and Minorities. 'CosponsorSh.ip

I

of this-conference is- further demonstration of this commitment.

..
We anticipate teat this report will have e,significant impact upon

the behqvior of individuals, institutions, and agencies whit an promote

ID
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the expansion of the Tole of minority women in educational research-,and

development.

How excit ing it is to beltn the cutting eldge of change!

v,

.

Eliza beth S. Randolph
President, 1977 =197.8

Astociation for Supervision
and Curriculum'Development
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PRETACE

Fourteen Women, representing six ethnic backgrounds, focused their

experience and thinking for three days upon the-problem of -expanding the

',role of minority women ih educational research. Each of the women,

artculat7 and well known in her.f4eld, brought a particular set of personal

characteritics to the composition of the group including ethnicity; subject

matter field, geographical background, career ladder achi-evement,'age, and

it" 4
educational'affiliation.

Many of us -have been fortunate enough tobe a part of; or at'least to

)

, observe, the development of the many special relationships which often
4

unfold when a group with so Any diversitie; is suddenly brought together

to work as a team on a common problem. This particular group of fourteen
. .

womenachieved a very special_ interrelationship and an'early working rapport-
, .

. .

.

'that.enabled them to produce the substance for a report.that js alive withs.
* .

. ,

their perSonal eXperie.nce. At the same4 'time theyspoke to issues and bar
_

.
.

.
_

. ..----
riers that conti.nualry face countless others.like themselves in as many

differenklocation9.

The editor has taken libe rties in editing and arranging the.material

for thi5 report, but the report is basicallytheir work and their words.

All interpretive sections of the report, have been rev iewed and'edited by
.

the participants in an effort tooinsure faithful reflection of their views.:

I am pleased tosmake the many.acknowledgmentS due, First, the conference

and project were funded by the National Institute of Education, Grant Number
.

iv
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N1E-G-77-0054. Second, flew Mexido State Univefsity provided partial funding

and much moral and personnel support for `the project. Thicd, the Association

for Supervision and Curriculum DeNAlopment gave.the full' weight of its .

prestige and staff support to the project. Fourth, ERIC -CRESS published

and distributed this final report,' To these four organizatjons the fourteen

participants and project staff are all grateful

On another levels the project owes much to the organizations which

provided the valuable'pre-conference materials and doneepts. The American

Educational Re'searp AssovraliOn (AERA) and the American Association for the

Advancement o Science (AAAT) n particular, provideth much valuable back-
,

grOurld. John C. Egermeier of t National Institute or Edtcatjon provided

us with an early draft of the N E report so often cited.

We atso acknowledge the project staff members and associates w90 gave

.

of their time and effttti Becky Beckett for her management skills; Darrell

Willey 0 his strong personal- soppoKt; Donald Croft for the pre-conference
4

self-survey questionnaire; Anne Nesbitt for her writing and photographic

work; Lily Chu Bergsma, tiofly ',ford and Brette Monagle for editorial

assistance; Judy Engelhar,dt for the cover desigrls; and Kent Taylor for

typing both the review draft and final.edition of this report.

Phil Hosford

New Mexico State University
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CHAPTER.1

I.

'DEFINING THE PROBLEM OF4MEN11,1,UpEARCH AND DEVELOPMLNT
,

4

This is the report of a conferdnce held in-Dallas,'Texas,-Novembef

1977 The conference addressed the 'problem of:expandIng the roleo minorlty"-.

women ip educational 'research with particular emphasis on the fiejds of ,

. *

supervision, curficulum, anikinaistuclion. The priority Of the tonference
.

'.,-
.

.
.

,Air ..

._
,

,

. .

was the establishmeat of guideines'to4pcilitate the-participation of more,.,,

.A ,

women in reseSrth in these
/ .1

fields. .
(

-..

.-. , I

Theipart icipants formulated Strategies,for jncreasing.(11-The pool of

it

vs

r , ,

qualified minority women; (2) the positions available to -minority resarcheTs---T---
,- ....

and (3) the placement of qualified minority. woxen through aggresgive,affii-m-

ative,actiC4 The conferees bFlieved that attitudinal barriers against

6-1women and minorities in various cietal tions must be eliminated

through effective and immediate trategies before women and minorities can
4

enjoy equal opportunity in the field of educational research.

such help was avallablelbefore the conference, and indebtedness'to-

4,
those responsible -for valuable workpreceding the conference is herety

.acknowledged. Piany valuab+e documehts and reports of OrecedingconfeA'nces.

4

were studied by the pirticipants prior to their arrjval inDallas. This

chapter is devoted to that background development.
r k

, 0
The 'N I E . -.

f

The National Institute of Education (NIE),testablished in 1972:under
.

Section 405 of the Genekr,,1 Education Provision's Att-(PL.92-3f8), was chatgei:-

'
10 ,

1 2 7'

10.
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.

with the prPncipal federal responsibility for studying critic,' problems '
,

.
, .

4

.. - .--
..

In education; for helping teachers, administrators, and policymakers,recog-,
o . .

.
%

' .nize these problems; ands for implementing effect' solutions to them:. Tb

carry out thii manaate, NIE has uRdertaken, as f ne o responsibil-
r

yStem.

-

,ities, the development of an educational reseaCt:a
. .

It has. become apparent within the last few years that Women, particularly

minority women, are under-representbd in, .ttie 'researchCand developmentjR&D)

ae

work force. In recognition of thiS problemipX under,repltsentation, NIEls

policy 4board,Athe Nat on Educatlop 4al Research (LACER) approved
t

a policy which seeks to increase the number,*of women and minorities in
)

research and development.

NIE' first.Wtep consisted of'sponsoring several Invitational, conferences
. . - %.. ,

.

to define the barriers ,preventrng minority women, from entering educatiorlal
.,

, , itt '

...

.

research and'dekieLopment and to orOtr'possible-straOgies which could be
. -,

used to overcome these barriers. By incdrporattng-ikese findings. into their

programs, the goal of OE4ri fiscal year 1977-1978 could then be to ensure.

equal' access to research and development educationalopportunities for all

regardless of sex, Socioeconomic status, racial, ethnic, or languagf bacR-

ground.

o

, c .
.

The Nit 06port on 'Participation- of Women and Minority Subgr$ups "in Research
,

r

"Reigted,Activities in the Field of Education
. 6,

In January, 1977, the Nit produced an extensive,synthesjs of informatiOn

conceroing the of women and minority subgroups in reseOch

*related.activities in education (Egermeier, 1977).- This report provided

data concerning the number and percentages of women in research and examined

.

1

1:3

1/4

is J
r 4.;

v.
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factors., impeding the entrance of women, p arAicularly I
minorfty women, into

41. a

this field. 'The report pointed out that women constituted frbm 25 to 30

percent of the educational research and development work force in contrast

to the expected 50,percent (1977, 0 -4). The discrepancy for minotity.

'
'

.

women was eves more obvious; they comprise only43.3 percent of the member-
,

ship of the American Education Research Associatiqn (AERA) in contrast to

.the proportional expectation of 8.6 percent.
r

. The Nit report was designed to presen.t available data concerning the

representation of women in educational research and development. It neither

attempted to identify41 the constraints working against the entrance of

Nomen into edycationaj research and development nor to present all the'

possible solutions. .However, it did identify two major, longrange

Foostraints (1977 p. 8- 1 -8 -3):

1. Many women, as well as minority students, have insufficient

math- 'cal skills to meet admission requirements of most four-year colleges

7

an universities.

2. The percentage of minorities in the U. S. population age l'.8-24 is

substalkiallY higher than-their'proportion among high schot seniors pre'.

paring for college adniission. these differing expectations regarding college

attendance are influensed by parent,peer, teacher; a711 counselor who in turn

shape the aspirations, mottyption,artdcommttmeat_of--thei-ndivicaars-tudent.

',-

The short-range recommendations eme(ging from the IE report were

$ intended to provide women and'minorities with incentives to.acquire skills:

necessary for careers-in.research and development. The report specifically

suggested (1977, p. 8 -6)':

4

404

f
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4 1. Graduate students should be encouraged to develop the important

quantitative skills.
a

2. Projects to improve ,mathematical skills shouldbe instituted.

3. Oppoi7tunities'for pre-doctoral internships providing apprentice

training for potential research and deve lopment work, should be offered.

444 .4. Dissertation fellowships should be granted to enhance career

ort,yni-ties for potential professionals.

. , 5. Post-doctoral fellowships, traineeships, and internships should

be madeay.rilable.

6. Mid-career fb11,owships, traineeships, and internships should be
-

made available to utilize those already qualified in other areas.

7., Senior faculty members should comMunicat4 the needs and oPportun-
lo

ities of educational research cafeers to doctoral, candidates and to decision

makers in the field.

The NIE/AERA May Conference

In order to develop programs to increase the participation of women,

particularly minority women, in educational research and development, NIE

conjunction with AERA sponsored a planning conference May 26-27, 1977.

Each of the participants submitted papers describing the barriers_to

Native American, Asian American,'Black, CauCasian, and Hispanic women''

in educational research,and development. An outline of specific program

suggestions was drawn up through group consensus ipd incorporated into..,

the final, report.

The NIE/AERA Planning Conference Report and. Recommendations identOlied
.

these'barriers (1977, p. 5-6):



A

. High schools and undergraduate institutions still tend tolirect
J

N, +

'1'<-'

women away from academic or research careers.
P

2. wPredominantlY male faculties in colleges and universities do.not
. .

,

-develop important mentor and sporAoring relationships with women students,

thus excluding them from ttle.invl ible networks which facilitate cross-, it.

institutional and crops-diS'Cipli ary communication.

3. Women's career asprrali ns'Oontinue to, be undermined by family

and cultural pressures:

4

4: Women are disadvantage by the lack of-training in quantitative
11

methods, applied research skil administrative and managerial- skills,

,

and grant procurement techn*qutS.

5. The working femaLe ,k0fessional is disadvanta4ed by institutional

policies developed by men forimale employees, the lacis of supportive
t

services, rigid work schedulOS, and the lack of recsognition that nonacademic
.

. i

experience can be reievantit 1

6. '11;n4ity women are'iadditfonally disadvantaged by poor quality

. secondary edtka.tional opportunities and barriers related to language..

-
To overcome some of tiqe barriers identified by conference participants,

NIE -began develoOing a support_ program, with a projected 1978 fiscal* year

budget of $3 million, to address many of the recommendations which emerg

from the planning conference. T6 be included- in Ethe support progrirgre
.

0 three of the conference suggestions:'.-

*/
1. Regional educationAboratories atleltseaech and development

#

V

.4(centers_will be -able to appty for experimental training
)re
a

,

nd develdpmental

project support. Emphasis '411 be plaCed uoon-training and employing women

and minorities.

It'r



2. .Proposals will be sought for institutional training and develop-

'

mental projects, offering new tpprpacht s for increasing the participation

of women and minorities.

3q Prdjeots will be devec0e,d,to'use institutes or seminars for

. facilitating. career re-entry or mi.:cl-career retraining for persons unable
4 11 a .,

to devote a continuous, extended period of time to preparatory training.

. 4.

.1 NIE continues to offer support fakr)Ifurther studies which might develop
--,

;t
. .

_information corIcerning th&status ore:iomen and minorities
,In

research and
. e

development.

`AAAS Activities

Other agencies and orOnizations share the N.IE concern with the

problem of under-repre5entation of women and minorities In research and

-development. In December, 1975, the American Associationor the Advance-

ment of Science (AAAS), with the suppdrtof the National Science Foundation,

spOsored a c- onference of minority women vientists to identify the reasons

fot minorities and women being.under-represented in scientific research.

The results of thatipfnference,,which were reported in, The Docip.4e Bind:
P A

Orice of Being a*Minority Woman .1ff.. Science {1976)
,

were i.ntended as a,

guide for public agencies, educational institutions, professional associa-

tions, and funding-organizations.

The AAAS conference analyzed and organized the problem of under-
(

to/ 6

.
representation by dealing with if throygh career stage levels. For the

pro-collegiate period, the participants defined barriers, to potential

1 ...,.-

.
.

students stemming from family, school, and s6cial pressures. From Vese
. ,,,

. 1. ,

barriers' were drawn inferenoes and recommendations which were then addressed .

<. t

. .

17
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7

to the mass media, school administrators,°cuirricUlum developers, counsrlors,

scientific societies, community groups, Sand policyMbkeTs (1976, p. 6-14).

For the collegiate and professional,education period; the conference

-report defined academic,-secia.1, and personal bar"riers. Recommendations
. J . '

--
for academe, scientific societies, and public and private funding agencies

were drawn up (1'976, p. 15-2i1).

For the career and professional period, impediments to obtaining

employment were furer defined as were discriminations in the work setting.

In addition, conflittslh male-femate relations and Conflicts arising from

family requiremehts and career goals were identified and document Sugges-

'tions were drawn up for employers:scientific societies, policymakersi anj

funding agencies.) fine need of the Puerto Rican, Mexican American, Native

American, and Black scien i'st were recognized in a separate section. The.
.

.

need for multicultural and'bilrnguaj education was ttipp9rted as a means of

maintaining i-acP61 and, cultural diversity' (1976, p, 22-36).

- The AAAS conference payticiliants cons)udett,their report with strong

.

,recommendations on teneral policy questions d requested a.number of
:-..

...,
-"4

. -- r ;
spetjfic follOw- up projects (19764 p. 37-39)

....,,,

1 ... .,
(

AAAS demonstrated Ltt continuing cOMmftmetoit 6,,, s'ponsoring a .sec...,
I..

conference, October 17-20, 1977, to make policy-,recommendations for
/ 'I .

increasing participation of women in scientific research. The report of,

this conference has not been.- published as of this writing, but tNe working

....,

papers outline many recallvendations for improving science Mutation and.

career information. These working-papers offer da a regarding the demo-

graphics of the woman scieihist and_the'societal andleducational barriers
.0.

suoh a Oomanncounters. In addition to considering,the pfessurei brought

1..
5.

196.
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upon women to conforn1 to tradi al, roles, the women identified barriers,
th.male-dominate'd f ie 1 d,of science and develOped the following recom-,

...tat ions:
. , 1 4.:41

r
..

' e
1. .Secondary schools sliould encour4 gi rli to .ervol,l' in our

II. such 8 s shop avd,mechani cs ,whi ch would prOv;Ade fami,1 i a ri ty-wi"th t4po.)-s.

se

.# (.7.
.1.1ndergraduate 'resioat opportuni ties and :jabs. critical' end

technica44u-s?nesses 'sherul d be inst,i tu't:ed.
/ A

II , .
1 # .

7
I }

' 3 . Unive'r'Si t se' ence:..departmen.ts should, deVe 1.op re lat iOns wi th
. . )

3 . '
pote ntial emproyerg, and provide irkentsj.ves" for students sough science

,./..- ,, f ...

fa i f-s , *orkshoPs,. aha silLident emp3ovent . 0 ,
.., ., .

,-; 4 Womdn,scientists. should, parti.cipate in atrpram to re#rui t more
t. t. I. .

more
:(,,: . .

' . t m-, -e., .- ..
. ''''' 4.. , ....- to Ascientists, particular3y women.stienttit-s .

i. - , I '
, r I . ' , e . d'/ ; 1

r. . 1.1ass..rnOia tshow 1 d be- urged to change .their' image" °F.-the scientist
r .., ;,, ', ,,, ) 9 .

. , , 9

_as, being exclusively mikiculjne . . ' 1 ' *: '

J

t'

*1z ,

- 6. Restrictions upon post - doctoral. -fel lakih!ips-shoUld be eased to
.

es '
s s

. accommodate the re-entry of. women. ,
I - . e

..,

7. .4/omen shteuld, part (kci-pSte i n-a 1 1 dDci s ian-maki.ng levels
... , . st

. ,) . . ) . ,c ,__1

' ...grant revi.ecring prOcess. . ._

./VMSO and ASCD

A

of the -
, .

-Recognizing the national cancer?' 4tith the problem aftcl -the- strength of
r

NIE' s comtni tment , ,New, Mexico State UniVersi"ty and' the Association for Super-

vision and CUrriculum Rpvelopment (ASCD) joined in .sponsoring tfie conference

n'-Dal las, Texas, -Npvecriber 9 -1 I., 197'7.

New Momici) State University has long been intereS,ted. in. 'the -development

of minorities because of pits unique :setting in a t-ricultuyal #e"nvi ronMen't of
1 I'

19
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Mexican American, Native American, and Caucasian cultures. This interes

'has alt5'bee demonstrated by klie. College of Education in the tSevelopment

of its curricul and the-funding of doctoral'fallowship programs_ in4educa-

1
.tional research and bililhgual edUcation.
.

1

(/ Similarly; ASCD'has also'had a long '-standing 'history of pdlicy concern

' + interest in the special problems ofVroqen and minorities. The AssOcia-
.

.

..
,

tion recognizes th'at strong commitments' are necessary to develop and utilize.
.

our culturally diverse population mere fully. As la result, it)ncorporated
i

into its ruies governing activity paticipation a "Right; to Participate"

.

rule, which adopts a po'sitive stance'concerning.ac;in'ceMent of women and

--0"minorities. The ASCD specifically suggest;: 4
.

t..

1. Sexist .and racist treatment be eliminated from.text matetials.
I f ' ..

m.
'.1. 2. , Pre service and, in-service, programs be developed to advance ,

i'
.

.multicultural education. . .

3. Multicultural settings be developed further in the schools, affording

V :
opportunities TOr 'Interaction

oT a variety of ethnic'groups.

,

A. 4. Bilingualism be viewed as a positive factor, 'and thF developmene

of bilingual program's for monolingual students be encotlraged.

A logical consequence of the common interests displayed by NIE, New
t.

Mexicci State University, and ASCD was their joint-sponsorship of the Dallas

tonfetence desfgned to expand the roles'of minority Wbmg in educational

research and developmentc,espe'cilly in the fields of curriculum,,ins'tr ion;

and supervision.'

Summary" .

The National Institute of Education, charged by Congres;'with the
)

responsibility for developing an effective system of educational research
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and devel6pment, 4pbnsored

10.-

. . . ..

several conferences in 1977 to determine hoW

,miawomen.ity wome might be tr fined for9ar'ers in educational research, and

.
,

.

. .

. .

43 *

developmesNoThe first co ference w;;--.Ribld kay 26-27. A seco'n,d donference, .

.

funded in part by4,N1E and -lel.'d in,conjunction with other interested organ!-

zatibns, took plqIce in Dal Las, Texas, Novembtr 9-11. .

d't

. '., a
fihe Associaticra or urriculum 5evelAMent (ASCD) cospo'ns'ored the

Dallas con-ference'as-one expressiOn of Its continuing interest in the

problems of mindritie'S and the belief that particular commitments are
.

.necessary to improve the.situation ofeminori,ty women. )

The third organization, New Mexico State University, joi ed NlE and

ASCD in sponsoring and funding the Dallas conference because f its tri-
,

cultural interest$ in the Southwest. The College of Education at New
gen,

t4KICO-State''Univers'ity hap demonstrated its concern for .minorities an8

.research through its bilingual programs anc#04toral fellowships in educe-
;

tionl research._

Activities of other national groups interested in the problem of

expanding the role of minority. women were also liscussed. Special note

was given to the" griericSn Association for the Advancement of Science as

.
.. .

sponsor of two conferences on tr?-subject- within the idSt two years. The
... .

reports and reoomnendations froM all Such activities provided a firm base
%

\
.

A 'for the Dallas conferene. .

\,-(

2i
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CHAPTER fl

PREPARING FOR THE FUTURE'S CONFERENCE

Diversity of Participants

. , ,4
As vojced 'by many of the conference participants, themselves, ane9f.

, the strongest elements in the Dallas-conference was the diverse corripos-ition
, ...

..:of the group of participdnts. Diversity of ethnic background was one 4,

important' factor in participant selection, and at least s1ix differnt ethnic

.4'e
4

,groups Were represented at the conference.
-j,,

A secon factor of diversity was achi, eved ,through geographical repre-'

.sentation. Participants Came from New York City; Washington, D.-C,; San

Francisco, Minneapolis, Crownpoint, New Mexico; Charlotte, North Carolina;

Salt ,Lake City, Utah; San Mateo, California; El Paso, Texas; Jackson,r

Mississippi; Portland, .Oregon; Tucson, Arizona'; and'Bethesda, Maryland.

Addifionally,)ithe women represented most rungs of the career ladder

They came from the ranks of students, principals, teachers, deans, professors,

and directors. They represent professional, associations, regional labora-

deitories, Bureau of Ir ndian Affairs' and public ols, and universities.-

The several different disciplines represented by the participants

-
brought still a fourth ditiersily,to the tdmposition of .the group. Thesef.,disciplines ranged from mathematics education to sociology, bilingual educd-

tion, and history.

The multiple diversities of the farticipan s in the.Dallas conference

are reflected in the folillwing 'four pages.

A 11
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' Ms. Mary Helen Creamer
Crownpo nt, New Mexico 87313

1Princip 1 and pirecrtbile
Borrego Pass Schobl

r

14.

Dr. Toni Shen Metcalf
San Francisco, California 94117

Associate Direc.for, Miltljcultural

Program
University of. San Francisco

A

'12

Dr. Barbara L. Career,

1420 New York Avenue
Washington, D. 20005
Associate.PFovosefor ACademic

Affairs
University of the District of

Columbia'

Dr. Norma G. Hernandez
El' Paso.. Texas 79968

Dean, College of ,Edu(Cation

University of Texas at E1 Pa54

/
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Dr. Lena Wright Myers
Jackson, Mississippi 39217
Professor of Sociology
Jackson State University

Ms. Elizabeth Rodriguez
710 Southwest Second Street
Portland, Oregon, 97204
Northwest Regional Educational

Laboratory, Assessment Program

,47

". 13

Ms. Rebecca Murray
1115 Second Avenue, South
Minneapolis, Mihne-sota 55493
Director, Project MEDIA
National Indian Educatipn

Association 'S

Mrs. Elizabeth S.. Randolph
Post Office Box 149
Charlotte, North Carolina 28230
Associate Superintendent, Zone qI"'
Charlotte-Mecklenburg Schools

2 -4
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Dr. Flora Roebuck ,

5225 Pooks Rill Road
Apartment 512 South ?

Bethesda, MarylAnd 20014

Assistant POfssoF, Education
Applied'in Medicina,

John F+opkins ln1versity

1

Ms. Patricia E. Stivers
1126 1'6th Street, N.W.

WashingtOn, D. C. 20036
American Educational Research Association

Dr. Veronica Tiller
Salt Lake City, Utah 84112,

Assistant Professor of History
Uniyersity of Utah

U.

11'
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Ms. LoUrdes Travieso
Ce.nter for Bilingual EducAion'6 Court Stsceet

New York, ,New York-11201

Director, Bilingual, eacher Corias
New York city 50661 District and

the City ebtlege of New York

o

Ms. Florence M. Yoshiwra
Post Office Box 367
San Mateo, California. 94401
President and Coordinator-

, Japanese American Curriculum PrOject, Inc.

.

Dr. Veronica Carlisle-Zepeda
Tucson, Arizona 87521

A4sistant Professor of Education
University of Ar5455a-\

2

4

r-



r ,

if* *h.

0'

-Pre-Conference Study Materials
0,

One monthdprior to the Dallas conference,, the partiCipants were sent
4.

pre-conference m aterials. for study. These items includedcopies of the.;

NIE report, records of theNI.AERA pannirlg conference-held iti'May,

and a concept paper for the Dallas conference, Expanding the Role of Minority

,

Women,in Eduiational ResearchAnd Development: A Futur's Conference'

(Appendix, p. 49). In adeation, the fourteen women were provided self-survey
41 e. .

.

questionnaires tme be completed before the beginning of the conference on, .'
, 4

NoveMber 9,.1977. The self-study was. designed to examine each participant's

ideas about barriers which night have affected heOrown professional advance-
.

ment and to elicit her ideas or improving'recruitment of minority women_

.

into educational research and development.

Pre:Coriference Beliefs
.

.

. , 1
/r

'4. Usigrig. a Likert-type scale, the'fourteen participants
,.

tientified those'
si

views they herd in common (Appendix, p. 51). The commonalities, ranked

...

according to strength of agreement, were, found to be:
q 4 '

.

1 . The majority of the participants
.

s trongly agreed that women tend )d
. ., .

.

to avoid c4 4ases i'n mathematia(Item 4).

4
A, .

2. Mosillof the participa'n s agreed. that departmentat faculties were.
,

* .
.

on the whole,-frieadly_fto 'them (Item 10).

'3.,*,,,fartiicpants agreed that. it was hot diffiCult to'optain information
\

-a,

about their professions liter'. 1). r.
.

lb ..),

. .....

4. Most,of the women were confident of their a6i1ities to perform in
, ..

the profession (Itecii,9). .

5.- AllbOt ofic of the parbicipaniselreed that information about post-
*

. .

ddptoral positions was not readily available (Item 6). ...

. .

... f
. ,

1
t

. * * N.
44 i'

4 t 4
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To the list cif commonalities were added other incidents', experiences,

and feelings which affected the participants'while pursuing college degrees.

These cltations'ranged from persona);to institutional factors (Appendix,

53).

Those frequently citedjn'the self -study included:

1.. Personal support aria encouragement from teachers, advisors, and.

?mily' members were cited repeatedly as extremely impor.tant in providing

motivation. Those participants who had not had this support believed it

had a negative effect upon their'career goals:

2. Family responsibilities,and lack of adequate day-care facilities

Were cited as barriers for women seeking re-entry into the work force.

3. Various forms of male faculty patronization were viewed as

negative experiencts by most of the conferees.

,4. Several barriers to continued pursuit of formal education were
,

.

110
noted,as being directly related

.

to lack of financial support.
AP

5. Other barriers were inadequate,or improper Counseling and the

unavailability'of tutorial assistance.

Types of classes and.experiences that might better have prepared them

for their jobs were also described (Appendix, p. 574. The conferees agreed

strorlly about the followinvideas:,

1. Opportunifies to work with women with leadership. skills are

necessary for, the develOpment of mentcamand sponsor relationships and net-

works of communicatiori.

'

2. CourseS in research tilethOds, educational administration; an

Mathematics are needed for women beginning. in the pre-college- years,. The

importance an application of 6tatistics in edycational .research and evalua-

tion was especially,stressed.
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4. Additional training in, writing skills was cited as a need by some

of the participants,

Participants defined over twenty barriers (Appendix, p. 55)-and

offered recommendations for overcoming some of them:

3

1. Support ghould be established foe'awards and honors,which recognize

omen in research:

2. Women's studies, etiMic studies, and barses related to these types,

Of studies should be made available.

3. The development of effective communication concerning women's rights

should continue, as should efforts to qi,minate negative attitudes in the

mass media.

4. More professional counseling about_available career information is

needed.,

Suppor:tive services -are necessary to facilitate recruitment of

re-entering women.

6, Finaricial support and equal access to educational opportunities

should be made available.

The participants, in addition to identifying problems and possible'

Q' ,

solutions, were asked to list specifiC sources for recruiting minority

women forlthei professions. A complete list of these suggested sources is

given` in the Appendix, p..59.

Conference ,Beginnimgs

'On the first day, the participants reviewed The Double Bind: The Price

of Being a Minority Woman in Science, the product of the first American

AssOciation for the Advancement of Scierice conference,and the Working

papers from,the follow-up conferinice sponsored by the sayte association.

4

4.,

4

29
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For the first'part of the day, the paWcipants considergd the findings
*,' ..

of 6he previous conferences and studies and diseussed"their own personal

experiences and ideas concerning the barriers impeding the advgncement of

mOngrity women in educational,research and development. After Considering

the problems ched.id previous studies, the group concluded that the bar-A,

riers previously named and.documented were valid and correspotided to the

groups own exper-iences.

4
Within a half' day the paricibants -consolidated- their own personal

experiences. sufficiently to, absorb, dN'.c,ss, and accept the findings of -

previous, studies. They then assigned themselves the task of answeringgf

within the two remaining days of the conference, the major questions of:

"Whatcop be' done?" and "Who will do it?" I
To answer these questions, the partiCipants formed three working

groUps. Each group was assigned , one of the following topics:

1. How can people currently in K-12 educational activities and

e/
organizations -be retrained for research and development?

-,2. How can universities provide the recruitment programs and place-

ment essential to panding the role of minority women in research and

evelopment?'

3. .14ow-Cdn.a community-based research career ladder be'developed for

continuous reentry- opportunities?

The concepts, conclusions, and recommendations formulated by these.
4 4

three subgroups'-form the basis for the next three chapters of this report.,

4

a
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Summary

Conference partitipants were chosen to inclade many diversities inc1.4611.4

those
I
associated with-ethnic background, geographyr professionalcareer ladder

adv.ancement, subject m(tter disciplines, andinstitutional organizations.

One 'month before the conference, participants received the HIE report

and the report of the4 NIE/AERA conference held in -May, 1577. Conferee's also

received self=study questionnaires which they completed before the beginning
.

I

of the-conference.

Several issues, including both long-term and short-term factors, which

were considered impediments to the advancement of minority women were iden-

tified with consisterOrequency. A review of the questionnaires revealed

that the-findings of previous confertcces correlated with experiences of

the Dallas conference parIcipants.

Before consideNg the question of what to dO about the barriers con-
....

fronting minority women developing careers in educational researeh, ',61e

particioOcis discussed the WE repoi-t and the report of the NIE/AERAplanning

conference held in May.,-, They also cOnsideree'Double Bind: The l'r.iceibrr %-f

Bing a Minority Woman in Science and'the working papers from the A4AA'S

October conference.

Within a hraif, day the participants were able to absorb the findidgS of

*previous conferences and to begin addressing themselves to the problems of

what could be dope and who should do it. They divided,into three working
.

groups to consider, the questions as they relted:tO (1) those relevant td'

K-12 educational activities, (2) those of concern to higher eddcation, and

(3) thosedealing with a community-based research career .ladder.

31
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The formulafionsderiVed from these three wOrsilig groups.are reported

irf 4the three thapters which folyw.' For 'mare definjt-ive.discussion of any
.

. rof the pointspoints h)und*.the Nader 'is invited to contact any of the parfici-i
_

., ,

i,
wpants. .

%,...

_.
. .

e

l

't

.10
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CHAPTER III

TRAINING MINORITY WOMEN CURRENTLY,IN EDUCATION

The Needed Alls

4 .

The first subgroup conrdered the probleM of training minoritwofien

..

currently working in K-12 educational settings. The group began by iden-
....,

',..._

tifyi skills necessary for educlational research:N)

1. Eicellent communiFati.on skills, both oral.and written, gre

essential for a career in research and development. Technical proposal

writing must be of high enough quality to compete successfully for available

research funds., r

2. Well developed interpersonal sktlls are needed at various' levels,

for the researcher will be involved with teachers, principals, and

researchers as well as with superintendents and directors.

3. The researcher shbuld have access to the informal network of pro-
.

fessional educators throughout the nation. This network should include

both men and women in educational research and the broader are-a& of

education.

4. The researcher should master research desiNgn'and such quantitative
4:

measures as computer and statistical analysis.

4kills in initiating and managing a project are essential to the

competent researcher.' These s k i l l s include those re t d to budgeting,

staffing, supervising personnel, evaluating and coordinating project operations.
. -

22 :



The Target Audiences

Within the peramlkers of these research reqmirementc, the group

23

designed recommendations for specific target audiences to expand the

role of minority women in educational research. These audiences included

those agencies involved with the prospective reseaFcher from kindeuarten.

through the twelfth grade, the loCal,and state educational agencies, the

,A)universities, pro Ssional associations, ,and funding agencies.
4

1. Local EducatioH Agencies

Lpcal education agencies, working alone or with other educe-
.--

tion agencies, can do much to expand the role of minority women
4

within their own districts' and other districts'. . However, no

change will be for'thcoming unless A school board adopts a policy

to expand the role of minority women., Withi,n each local education

agency's district, many helpful programs could then be developed

to implement these recommendations:

a. In-service training programs should be Created..

b. Released time 'lic1M study should be provided.

c. A program of positiOn oeeparation should be achieued

by creating training positions with educational

researchers who anticipate vacating their positions

within One year.

d. Internships which offer training experiences and

stimulate interest should be instituted.

e. The educational researcher should be allowed to take,a .

)1kleave absence without fearing the loss of position.

ARP

3,1

/Po

`=1



a.

0.

In addition to guidelines for improved staffing patterns,

the group proposed that Jo-cal educational agencies should take.

vigorous action' to identify minority women who are potential

l

a ' ,

researchers and make them aware of their opportunities in

educational research. Such positive steps taken by local

agencies to:foster recrultMent of minority Women iftto'educa-,
.

tional research and development can provide role models and

-k

future sponsors for others..

2. State Education, Agencies

State agencies must become more active,ih expanding the

numbers of minority women in educational research and development.

An aggressive policy is necessary to recruit minority women.

State agencies have the capability of providing internships,

in-service training, released time and posigiongpreparation

programs. Suggested. procedures .include:

a. Stdte agencies should work cooperatively with other

education agencies 'to implement undergraduate field-

baSed,research experience and graduate research internships.

b. State agencies.might well develop,a consortium with local

agencies to provide the intern with exposure to different
.

levels and types of educational research.

c. State agencies should serve as liaison with local agencies

in the recruitment of minority women.

3. Un'iversiti

In conjunction with local and other educational agencies

universities should direct minority women towards' educational

research in the following ways:

g.
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4

a. Field-based research must be p'ovided at the 'undergraduate.'
r-

level, The program should provide a minimum of one,

semesteroffOred parallel' to student teaching.

b. Graduate research-oriented internships shouldbe offered

through a joint effort of the,university. and local

agencies, These internships should ensure that the activ-

ities built into them would be of mutual, benefit to both

-.4.
,

the intern and the sponsoring agencies.

A university's continuing education program should become

a liaison ,between the university and state education

agencies. Continuing education programs can prOvide...

valuable services by spoosori,ng workshops for the districts

s well as providing needed consultant services.

'C. Regional Laboratories

These organizations can play an important part Ln enlarging

the role of minority women in research and by implementing

t.
these Tecommendations:

a. Develop staffing patte whiCh systematically and.

actively recruit minority women.

b. Provide internships in cooperation with local districts,

k
state agencies, and universities.

5. Professional Associations

Professional associations also play an important role

recruiting minority women. They .0re most effective whien they:

a. Institutworkshops to develop the necessary skills for_
4

research.

3

0
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b. Publish artictes and entire journal issues devoted to

the problem of expanding the role of minority women in

educational research.
A

o.
)

PrograM slots at regional and national 4etingi reserved

for the problem of recruiting minoritywomen in research

in order to g,ive the issue further visibility. -

)

,Invite minorriwomen presently in-research and d'velop:.

ment to speak at association banquets and meetings.

e. Provide for fellowships and internships for minority
.

women interested in educational research.

Participants suggested that all parties mentioned--loCal and state

agencies, universities, professional associations, and other organi-
.

zations which provide guidance and career counseling should formulate

programs to make counselors sensitive to oppcietunities for mj,nority

women in educational research and development. This ipunseling

should' emphasize the appropriateness of the career for,minority
lv 1

women and should begin at the elementary level and continue through
.

intermediate and secondary levels. Such counsalidng should reach

not only the student but alsothe community at large since many
*

community organizations can provide a major source of recruitment

for minority women interested'in educational. research and devetopment.

6. Funding Sources

par:ticipants recommended that NIE provide information about

its programs which spe Ifical .deal with the needs of minority women

in research and development. This on should identify any

funds available to train women presdntly in the field of education.

ft

4.

._,
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V.
After formujeting their recommendations, the membersof the subgroup

T)
presented them to all confer nse participaAts. Recommendations ware dis-

cussed point by point to nsure complete understanding of each concept;

than, tpy consensus, the group accepted the recommendations. 'Members of

40
the subgrouP even while being aware that their recommendations should be

both practi.cql and potentially'adoptable, had little difficulty,composing

resommendations for training women presently in education for future

careers in research and'development.

Summary

The first subgroup defined the skills necessary for the researcher:

communication expertise, both spoken and written; interpersonal skills;

dialogue abilitiesbilities within the informal network of researchers throughout

the nation; research design and quantitative measurement Skills; and

project management skills. To help minority women acquire or further

develop these skills, the subgroup drew up recommendlptions for target .

The first audience, logkil andstate agencies, could adopt positive

staffing patt(rns through such,policies as released time, pro siort of ---

e

internships, in- Service programs, leaves of absence, internal promotion,

audiences.

and pOsition preparation%

Universitiesa second audience, are capable of pr viding graduate

Internships, field-based research, and liaison through con inuing education

progra

1 laboratories can develop staffing pattern to actively

recruit minority women and to create internships.

33 -
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Professional assoc i wons,..migkIt institute workshOps aimed at developing

.1

research skill's of minority women, devote articles and entire journal

) issues to the problem of Minority womep in. research and .development,let

invite minority womeq to Speak at conventions and banquets, and provide '

41"
internships for minori,ty women interested in research. To give the matter

;

still more visibility, professional associations should reserve program

slots folminOrity women at regional and national meetings.
4-4.-.
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CHAPTER IV

EXPANDING THE ROLE OF MINORITY tOMEN AT UNIVERSITIES

Since universities are the institutions which train and employ tjie

greatest number of researchers, the second subgroup considered guidelines

-which should'Eie implemented by the-universities to expand ,the numbee of

trained minority women.
-
Universities should have itpact in three areas, by:.

Increasing the number of minority women. candidates in, educ;tional

research and developments

2. lncrea'sing the number of faculty positionsavailable:fdr minori.ty

women already trained in educatibp1 research ancl development.
40 .

3. Increasing opportunities for minority women -/X4r re- train in the

)research and development areas.

Increasing the.Number-of Candidates

'Univers.' tiet must employ a number of itrargiies to increas't the

number of minority women candidateS

levels.

. -

i,j)(

1. Admission Requirements

4.

both undergraduate and graduate,

A

&IA
Colleges and graduate schools should regexamine entrance

requirements and emphaOlize exit xequirements. On the undergraduate

level, less emphasis should be placed upon" full-time enrollment-as

y.

-
r

opposed to part-time enrollment. GradUate schools should reconsider

requirements stressing grade point averages and Graduate Recoi-d

40
t
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xaMination score's. Specific,recomMtndations for helping overcome
41

admission requirement barriers include:
,

-a. More minority women should be admitted 'On a part-time

.. -

.

...4

. 0,...

,
.,

11
.

basis.. .

b. Minority women meeting. all requiremets for admission .to

grad to school exceprthe minimal 3.0 average should be
4

Ailbgran d provisional admission Further, minority women
, 1P,#

,

shouldripe allpwed one or. two quarters or semesters to
: -

achieve a Z,5 average.
a

k .

c. Graduate Record Examination verbal scores should be

Weghted pore'lleavily %h,an.mathematical scores.
a' , t ' . , ,

,
,

I
. Minority worn n should be encouraged to enrol 1 ,in

g

Graduate Record-Examination review courses.t,
, . .

2:' Supporti;ve-Services

4

,47\(11etiple suppqrtive services should-be offe'red on a continuum

thiloughoutthe minority woman's professional development so that

she might.better obtain suocessful educational experiences. .cServi.ees
'

Which wo41d at;tend to the minority woman's sodial, emotional,'and
.

Pnancial 'needs during her days as a.uudent include:

a. Universities, should provide day care facilities at little

QM, 60 cOlt:tb the through campus schoo'l's or early
4

° childhood aboratO7TZVS,- lf,no such serirces exist at the

uOversity, alternative facilities should be made available
.

near the college or the student's homes

b. - Individual and group co nseling'by woMen's-orgahizationS,-
A

land Other apprOprigte groups should be provided in order

41_
4

dr

k

F,
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to assist the minority woman studenikin dealing with sods):
.ss

.'cultural and emotional barriers encoUnt.6red. Such programs
.

s

"
t be implemented on, campus,. in loci homes, and. through

c.---1-'

. . .

telephone communication hetworks designed to serve this

function,

.c. 'universities should provide fdr. individual counseling anti

grOuls dvamicseession r the minority woman student
. ,

with trained'counselors.
.

#
4 II

WOMWWs'groups andbrganizations shodld be'provided with

the necessary on-campus-facilities to dapieelize-ion the

aWailabilitoof such counseling seN7es.

cr: Minority women s'hourcr be ento0uraged to contl1ue study.1;-'.1 1'

°,

,. . .
.

1

mathematics and science since maintaining minimal competencies,
.-- . ,,.. .

...

rn these areas Is prerequisite t quisition of iipt statis-- ,

t , - ..
z

, -
,,ticaT skills necessary fi.:4 much ed dationalstestar,ch and

..,

, ,

3.1

.development. 14

i
e. Spet,ial attention should be given to. arranging job interviews-k ,

. and assisting in the
.

Phitial placement of the minority womah.
10 ----

,.
. .4

f.. Financial support for tht mirioritrwoman'student should be

1 .

'
. ,1

sprOided,through loans, 'grant's, an dtholarships. Moreover,
^.

. ,,,L
,

. 4k, , .
A \.. .l'Ioan.policies should he f)txible nougn so that part-time

.
4

4

4,

. .

..
.

. .

students can.avail themselves of f nancral pid. Whenever -

.

, ,. .

possible', the university in conjunction w ith the business
4

.

community should, 'develop short-term employmen%popportun1ties.
. .. 4 .

.

.

42
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Increasing the Number of Faculty Positions

In addition to increasing kW-number of minority women candidates

in higher education, an impdrtant second area of consideration is that

og increasing employment opportunities for qualified minority women.

The group considered five strategie to create more faculty positions

avai-rable for minority women already trained in educational researci and

4

-development:

1. High tenure rates in universities indicatethat a review of

tenure policies is needed to evaluate cu ent faculty employment status.

Opportunities Must be provided for younger octoral graduates, including

'minority women, to be employed in "hard" 'money as opposed to "soft" money

positions.

2. Promotiorwpolicies should be, reviewed and revised to make

scholarly actiVIty requirements more flexible. iValue should be given

to participation in conferences,,coL orloquia, national panels programs,
0

writing journal article '(in lieu of books), and the performance of

community, services. rcedures should be devesed to provide for time

employed on "soft" money to count toward tenure and promotion wherever

performance evaluations have ben accomplished on a regular basis.

3. Tie university, and all women within the university, should

, .

recognize and counterac0t6e "Queen 'Flee" syndrome in which the academic

'female researcherielishes her position as a successful woman and is 0

reluctant to prdv4de assistance and encouragement to other women and
d

minoriti410. These women can play important mentor "odes, and the reward
....

system of the.ins'titution should:entourage such"mentor role activity.

4:.
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4. Universitiet should provide otiportunities or minority women to-d
'... -e- 1-

be assigned to tasks other than aAinistrat'ion of project's. In this way
4

4
4..

their work"can be'evaluated through typical faculty evaluation procedures,
and they may,coptinue their development in teaching and research.

:5. Provision of day care services for children of minority faculty

women is essential. Such suplert'provided by the university will open

additional employment and growth opportunities.

Increasing Opportithities,for Re-training 0.

The third area considered at the universityleve) was that.of re-training .,
07 3

.

opportunities. Such opportunitiesshould be,provided to minority'women

currently employed bUtSnot engaged 1'0 research activities. 4ProCedures fot

opening up such optipns tow tha m inoriv woman Include:

1. 'Team teacbing opOortuniesnlailild be provided in such disciplines

as anthropolog ociologYnaisibry.WIITC1nItiLize research skills that '

$ttcan be appliedle3i,Iimately to educational research.
t

2. Faculty assignment and scheduljg-shouit be reviewed 'to provide
. , .

for released time fore- training. Faculty shouTdbe permitted to enroll
,.v..

Lm statistics, mathertaNs, and research design courses.
. .

\..

,

1
op 0

,.

3. Time shopld be.provided so that the minority woman on the faculty
,,41

4
(

may p apork for andpwith various women's organizations s Weil ascounsel with
.,

t 4
t

.

other women when'Zppropriate, regarding the problems of working mothers and
. .

-. ,

wives. The minority woman faculty meober is aJNaluable model for under-

cal ro in convincing young women.thatgraduat41111we women Ind can-play a cr

it is rewarding'for a woman 'o be employed in ucational research and

deyelopment.

t

S.

4
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-4, 'Universities must refurbish the credibility of their equal

employment policies and ffirmattve action programs by' ceasing to shaw-

casthe "tokenqlMinority womn.' This will involve not overloading the

-14
minority woman faoulty'member with- highly visible committee work and

other nonteaching, nonresearch activitiew. tIr

34

5. Universities should develop working arrangements with school

districts employing minority women. These cooperative arrangements should

. include tVassignment of minority women to'(vork in program evaluations

under the guidance and supervision of a_uni'versity faZulty member. Such

-
arrangements resu in mutual benefip:' the school distifict's rogram

evaluation needs are met, and the minority woman has the opportunity to

further her training oe ';(:) work on an advanced degree in educational

research.

6. Universities must en gage in curricular and program revision.
Pt

Program completion must be based upon competency, but flexibility should'

ti
be built into'prbgram comple tion designs.1 This fle'xibility is especially

..11

4A.

important to the re-entering woman who may,experience difficulty in returning

to an educational setting. Criteria of flexibility in program completion

should include

a. Refresher courses in statistical skills are offered in the

early re-training period.

b. Field based courses are developed and conducted on site at

schools, colleges, and hisinets locations to_accommodate

full-time employees.
)

410

c. All appropriate courses both on campus and in the field are

scheduled in early ereng or noon hour time periods.

45
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d. Weekend and 'short courses. are Ifferedron a Pexibl4e.time-of-

completion schedule. Specific course xecidirements such as

those common in a statistics course, are extended.

e. Graduate programs in educational research include and accept

other research methodologies such as clinical methods, field
%

methods,-historical analysis, and methods commonly teed in

other social scientts.

40
Recommendations for Target Audiepces

.35

The members of the subgroup identified other orgyzations besides the

university which could aid in recruiting, emqloying, and re-training minority;
4

women.

1. Regional Laboratories

Regional'laboratories and other funded centers throughout the

nationsnoul'd employ more minority 'women at de_cision-making

. These.laboratdries and centers can play decisive and crucial roles

in bdthithe training anii employing of minority women in educational

research and development.
4 ",

2. Professional Associations

Prpfess?onal assbciations can increase the number of minority

women in research- anddevelopment by:

a, Developing poiition'-papers concerning minorityNweiC in

research. and development.

b. Encouraging and supporting minority women., caucuses.
r

c. Creating rosters of minority Women and their respective

areas of expertise. .

.

;

I
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d. Placing minority women in leadership roles.

e. Offering special recognition to minority.women in research

and development through awards. and honorS.

3. Funding Sources

The role of the federal grant as an advocate for minority

women's emplo ment is a powerful lever in increasing the number of

qualified and employed minority women in educational rese>h and

development. Strong affirmative action stipulations must be tied

to the awarding of federal funds.

Summary

Programs which univfrsities can implement immediately are defined.

Universities are challenged to act affirmatively to increase the numbers

of minority women rp research and development. Although the recommendations

are shortjtergesolutions, they will ultimately affect the long-range barriers

to minority women in educational research.

The domino effect of the recommendatiNs is apparent. To increase
wp

the numbers of minority women, the universities must train more qualified

candidates by actively recruiting women into.research programs by revising

admissiOn requirements and providing supportive services..

Universities mustchange policies which actas barriTrs to the under-

,graduate and re-entering4minority woman andr finally, they must be flexible

in creating programs for re-training women alre ady employed.
4

4'; 'IP
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CHAPTER V

TRAINING MINORITY WOMEN THROUGH A CAREER LADDER'APPROACK

The third subgroup recognized that in addition to the barriers to

opportunities for training and employmera, the are barriers based in,

family, cultural, or community Rorms and expectations which impede efforts

of minority women to enter research careers.. 'Some of these,negative .

expectations derive from previous interactions of the minority community

with the research establisi-Nent wherein research efforts visible in the

community have proven irrelevant or even'detrimental to the community.

In addition, economic and familial responsibilities of the minorities
I f

'frequently prohibit the full-time college freshman-to-Ph.D. pattern often

',followed by the majority student.'

In order to address these :arriers, the subgroup -developed a model of

a career ladder firmly based in the community to, prepare minori n as

researchers in both basic -and applied areas of education. Such a career

ladder model would enable minority women to see a research career as both I

a desirable and an available option, and as.an extension of their concern

4r. for solving community reds. Additional4Y, it woulaVherp mobilize community

support and recogniticin of the value of minority women in resiarchlendeavors.

Thus, the special sensitivity of minority women to the needs of their com-

munity together with their unique experiences, skills, and insights, can

broaden and enrich thes:total knoWledge bade Ph order'to solve basic com-

1
..munily issues from within.

37
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The Career Ladder

38.

The, Career Ladder has fgur majr rungs, as illustrated in. Figure 1.

Step 1. Research Aides and technicians

Community person's as well as high school and undergraduate

level_
1441

students should be recruited and incorporated into this

stage of the ladder. Aides should be trained in research skills

including data collection, interviewing techniques, .and general

community outreach.- Data processing skills such as tape rating,

scoring tests,'coding forms, and categorizing should be taught.=

to the technic'Ians.

Step 2. Research.tolleagues and Interns

Colleagues should include persons at'the B. A.or.M. A.

level, including full-time teachers who are involved in part-

time research andevalu.ation. Interns should include'upper .

division undergraduate or graduate students assigned to pprt-

time research and evaluation processes..

step 3. Research Adjuncts

Adjuncts are persons above the master's degree and are
6

capable of coordinating community research activities. They

serve as technical assistants to local educational agencies,

state departments of education, regional laboratories, and

universities. Adjuncts should have clear specialty skills in

research and provide the needed direction; supervision, and

,work. in a variety of research activities.

Step 4. Professional Researchers

Proftssional researchers should have the doctorate and

would practice their profess nal skills at the national,

4
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Doctorate

Educational
. Specialist

Degree

Master's Degree

Bachelor's Degree

Upper Division

Junior College

High School

Post-doctora ,

Research Activities

Ph.D. or Ed.D.

Technical
Assistant to

LEA'S, Research Labs,
and Universities

.; Research Adjunct

Professional

in4olvement with
Field-bayd Research

Activities

Research Colleagues-Interns

Citegorizing,
- Coding Forms, Scoring Tests
Jape Rating, Data Management

Community Outreach, Inter-
v4ewing, and Data Collection

Research Aides and Technicians

FIGURE 1

THE CAREER'LADDER

11,

39

Illustrative Leve s-of Formal.Equcation, Activity,,and Responsibility

0

,41



state, local, and university levels. These persons serve as

rale models and mentors to all those at the three previous

.steps of the career ladder.
_./

An enabling objective for implementing this career ladder is the

achievement of community control and management of applied research to

40

deMonstrate its relevance, insure its beneficence, engage community support

for research careers, and provide minority women role models at each step

of the ladder.

The subgroup developed the following guidelines associated with the

career ladder for state and local education agencies, universities, profes-

sional associations, and funding agencies.

Local Education Agencies

1. Local education agencies, parent advisory, boards, - .tribes,

nd othAc sminority organizations should pre'ferentially.review research. .

proposals to include at least two steps on the career ladder for

.minority women.

2. Local education agencies should.require minority women

ns from research organizations and funding. agencies.

Released time should be provided .for on-the-job:..training of.

research aides and technicians functioning at the first level of the

career ladder.
,

4: The presence of minority women research&ki in the community

aihould be utilized ti:k expose high school students to alternative life

styles and career opportunities. S
5. Local education agencies should cooperatew+th all levels

110

of the research establishment to provide training opportunities for

N

51
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community personnel in educational research and development

41

,

6. Local agencies should screen employment at the bottOM

"4-4rung of the ladder by establishing special qualifications important

to their community such as language skills, linguistic knowledge,-

cultural knowledge, community rapport, and perManency of residence

in the community,

7. becal education agencies must insure that counselors,"

present educational research as career option for minority women

'and provide assertiveness and/Or independence training at elementary

and secondary level's to enable the minority female student to choose

6.eely among her options:

8. Classroom teachers should utilize inf6rmation-processing

skills in classroom teaching withdstudents to provide them With a

basis upon which they can later build research skills:

State Education Agencies

1. State agencies should provide training in research manage-
.

' anent and grant procurement skills needed in local educatio agencies.

2. State agencies should particularly recommend and support the

funding of those'projects which incorporate career lidder elements.
- 0. ,

3. State agencies should give special rjetgniti,on to local

projects which incorporate several elemehts of the career ladder.

Universities

1. Entra'nce requirements should be de-emphasized and exit'

competencies estabIrshed *nd designed for minority women iR educa,

tional research.



yr

142,

Jr

.2. Credit or equivalency recognition should be given for past

expi iences.which can ba demonstrablyirrelated to academic training:

1

3. On-site training to develop skills at the entry level of

the career ladder should. be provided by the -universities.

4. Independent studies tailored to the needs of* minority wOMen

in developing research skills should be provided and encouraged as

available options.

5. Universities should promote part-Atimep,rogrets options.

6. Local resources and services within the community should be

ilized, with systematic supervision, to train additional personnel.

7. Flexible leave options are essential to increase faculty

interaction with the community.

8. 'Community persons should be involved at all levels of

research including hypothesis generation, data gathering and the

interpretation and reporting of results to both the community involved

and the community at large.

9. Competencies for employment at each level ofi the career

ladder relevant to the specific, research task should be specified.

Professional Associations

1. Professional associations shoyld iden,tifi.and provide pubfic

recognition for good community-based\reSear'ch programs which inveve

Minority women on 'at least two steps of the career ladder.

2. Professional associationsIhourd recognize the validity of

,projects which incorporate seyeral career ladder components. This

recognition can be most helpful when the association adds the weight

5.3
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of its professional prestige in recommending such projects to funding

agencies.

3. Well written reports of quality research involving career
I

1

ladder components should be given priority in profes)ional, association

publications.

10011W

4. Priority .t annual association meetings and conferences

should be given to panels and4presentel-s representing several levels

of the career ladder.

Funding Agencies

1. Funding priority should' be given to those projects which

incorporate the career ladder components.

2. Funding agencies Should deterMine and providvealistic,
f--

.

time lines for prokcts which develop locarponnel'competencies.

3. Projects.relevant to needs originating in the community

should Hilave priority in funding and technical assistance.

/ .

4. Ixperimental and/or demonstrative projects shOuld be 'Wed

to develop a model research program involving all levels. of the

career ladder. Such projects should haveothe-cooperation of
o
the

,lacal'educatiOnal agencies, tile;community,'offielal minority organi-
..

zations, state educationagencieshigher, eduation, andthe funding

.
. agenCies. in both the planning and implementation, stagers.

.....J444,

, 71\
, \_ . . .*

,

4
.

Summary

A research career ladder model-is presehted to promote the e rnsion
A '4'SMOr.

,

of.the roles drMinority women in researchi in education. The model provides

6

For research sides and technicians, research colleagues and interns,

,

t

/

'54..
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a

JO

',0
research adjubcts, and, professio-nal cetearchei4. Each level of the .., ,,

, ,

4

I ladder requires increasingly _complex research skills; and each le'vel
.0 .

is associated with. a progressively'higher level of 411a1 edy"ckidn:
.0. . I 1

. timpTemerit,gt ion'of career ladder model- will increase the number of

role models visit) he community and 0 rovide p more positive env i rod-

m e n ttifip r m rity wOmerin 'research,; Use of th °career ladder model wily

S
also create in the community

an,O

khe families Of potential researchers a I It
,

.

more positive a tt i tud';,toward i,research career and jnci-t
,

ase the mot va-
-mw,

tion and incentive to. enter educat ;gnat. research activities.
0 .

A

. Guidelines for implementing -the career Jadder model are provided for
.

'4 4
local and 's tate- educax onal agenc ?es ,Juni versi t i es ,_ professional assoc i a-

tions, and fdnCling aiipcies.. Each of these organizations .should use its

to implernent the model and helg increae the positive research

.e%prierice for bth lhe community and minority women..

a

- 4

r -

J
0

V

b
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40, EPILOGUE'd

AThe genukc-feeling of cobperatidw and camaraderie among the conferees+

during the 'confeence helped generate propo§als for threepost-

conference items.

National Open HeariA1.

ei report of.the Dallas participants is scheduled fpir the

Annual ConferenceConference of the Associaijon for,Supervision and Curriculum

Development, March 4-8, 1978, in San Francisco, California. Thi

specral4S'ession is designed to inform all Intirted parties of the

work of'the group and to respond to any questions engendered by the

written reportfof the conference.

2. Follow-up Business Meeting

/A breakfast meeting is scheduled for the Dallas participants

and their, guest to plan further follow-up actions. This meeting is

schedu1d for MarCh 6, 178, in-tile Whitney Room-of the Hilton Hotel,

-Franci.sco, beginning at 7:30a.m.

° 3. Recommendation for a Follow-up Conference in 1978
).

4

A sitiOnd conference should be held In '197r.."

The problem addressed by the Dissemination and Resources GroL

of the National Institute of Education has two aspects. -The first

dealsith the historical and ,current under-representation of women,

and minorities in the field of educational research. The stCond

deals with the adverse effects of that under- representation upon the
.

%
.

.
..-

I'
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effectiveness -and value ol educatipoak.research and related
. .

work.

Thg Dallas,conference addressed itself to the first aspect of

the problem, i. e., how 'to expand tj role of minority women in

edocational research The con ence priority was to establish

recommendations4wherein more could bd irtolved including women

401
,currently in thd fiehrof educatiOn--but not educational lipsearch--

. ,
i

, as well as-those at various stages of the career ladder from high

. o
.

1

,school through the doctoral level,

The second aspect of tqe-problem, , the adverse effects

upon the overall effectiveness of,resea ch ,was not considered at

Dallas in any formal way. Therefore, ano\her conference should be

held in 1918 to pursue tip second aspect and-to address the program

/
goals delineated by RIE:

2
(l) To explclee,- alternative, approaches to educational problems

of high priority to minority women. (4110.

(2) To strengthen,the c'red-ibility of research-based approaches

to 'solving' problems in education, especially for minority

women.

The implementatfpn of-such a conference in-1978 should involve

the same participants to avoid.repeUtive backtracking and to insure

se?

continuity and credibility. Both the Association for Supervision and

Curriculum Development (ASCD) and New Mexico State University <NMSU)

should be encouraged to,cosponsor he canferenced These two org hi-

0
zations shckuld'coritinue to see way% of combihing tIvir resources in

3

b
SP.

1
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a collaborative.way with resources that may be available from the

National InatituAtof Education neother agencies and organization's.

f

-4g

-'

4

A
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APAPPENDIVI.

CONFERpicE ,CONCEPT PAPER

4

#,

410

(Expanding the Role of Minority Women Wtreational Research)

a Overview

. 4

A national three-day conference to be held in.Dallas, November 9r11, 1977,
to which fourteen of the nation's well known w en infteducation are in-
lited as,partiolpants. Careful consideration i be given to inviting

. partiki-pants from Black, Hispanic, Oriental., Live-Americarr, and Cau-
casion groups.

r

Goal Ar
-".':,

.
.

. .

To Rroduce,guidelines and recommendarrons which will provide for\increased
numbers 00 expanded roles of minlority women in research in curriculum and
instructicil (C&I) areas.

46.

Agenda

41.

)
Wednesday

416

Intrauc ion and Orlentation
- Financial Reimbursement Procedure

Individual Participants' reports, of Alf-Study .

Problem identification
Agenda development dealing witH4the following topics:

ba 'rrier identification, methods for overcoming barriers.
sources of recruitment, methods of recruitment, program
description, Specific subject flatter needg, specific
research area.needs,,institutional attitudes, plac.fment
problems and, recommendations, cost factors tsa. the individual,

Wednesday p.m.

S

Institut ion, and government.

0 Work session,

Thursday all day

Work sessions

4

60
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Friday a.m.

t

Synthesis, planning for final revision, writing, producticin and
dissemination of guidelines and recommendations.

ticipated Products

f
- Report of the Conference (Guidelines and Recommendations 120-200

page book)
-,News.-Release and copy ASCD News Exchange
- Hi-ghlights presented i dutational Leadership
- Brochure on recruitment of minoritywomen
-'Nationa] roster of women in CO Research with special, emphasis upon
minority woroen

Anticipated Results. .

4 :, 1. ' r10 1.

'

,

Wide disemination of products (ASCD, NIE, and ERIC). .E0,IC-CRESS
is cooperatihg with the project in the production and dissemination
of the final report of 'the Conference. i

.N...
2. P.rbfessional Associations renew and adopt guidelines and r- A-

.:.4. mendatidns. r -. .._
3-.. Minority caucuses suppoyt usage'of guidelines and recommendation
4. University departmentso CO/Research implement recommended

programs.

5.. Follow-up Conference next year .

,

Philip L. Hosford, Project Director
October, 1977 -a
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FACTORS AFFECTING PARTICIPANTS IN OBTAINING AN EDUCATION

While attending college, specifically in graduate school, many factors,
I both individual and from organizational policies, helped or hindered you in

obtaining.an educatiOn and experience. Please.kndieate on the f9llowing
scale whether yai"agree" or "disagree" that the'following affected you.

......." ''t

a O. > o
o Q)cl. I_ . L-

C Mr M
0
t- VI V)
4-J

c,.
. College Experience

..n --in
, .

1, It was difficult r you to obtain /' 3*
-information about your profesOon
at the university.

_

/-
2. The professors did not encourage ! . 3

7 2 1 -9
you to enter the profession.

L
cr,

C)
C
0

C

E

L
C)

0* -,14**

3. The professors heize.41- you obtain °a 4 '3 3 .2 -4
position after your4graduation.

4. Women tend to avoid classes, in .0. 4 7 +16
mathematics. .0.

5. It'was difficult _to find information 0 .3

about occupations in educational ,
research. A

3 +8

6. Information was not readily available' 0 7 +12
about postdoctoral positions. ,

7. You would 'have preferred having an 1

on-site internships during graduate
school.

8.. There,were few other women in your
classes.

3 4 +5,

4 5 1 , -3

*Numerals In these columns represent the number of preipants selecting
each response category. a-

*Numerals in tle'last column were obtained by assigning -2 points for each
.strongly disagree tally, -1 point for each disagree tally, +1. point for
each agree tally, and +2 points for each strongly agree tally.
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College Experience

9. You were unsure of your ability to

perform in the profession.

40. Departmental faculty, on the whole, 0 2 5 6 +f5

were friendly to you.
11

(1)
QY 1.
c-0 m

tn
4.1 .

V) 0

5*

wW

L
crk
to

5* 3*

52

w.

c

771

o

c c

2 !
it m

4,)

0* -12**

14. You would have preferred having'a

post-doctoral position's: .

12. It was difficult for women to obtain

graduate aSsistantships_iD.Wtarch

13. Conflicts with wigl famkly.impeded

your attainment of a degree.
0

14. lt,was difficult for you to obtain

financial support from assistantships

in graduate school.

2 6 2

1,

0

2

9

4

3 2 '5

15. It was diffigilpfor you to resolve 7 2 3

some of your n feelings about a

woman's role in your profession
.

.

whilq attending college. I
...

16. University administrators tended to 1 2 6 3 +8

place women in teaching positions.

1 -6

1 +9

2 -4

0 -3

1 -11

*Numer41s in these columns represent the number of participants selecting

each response category.

*Numerals in,thelastcolOmn were obtained by assigning -2 points.for each

strongly disagree tally, -1 point for each disagree tally, +1 point for

each agree tally, and +2 points for each strongly agree tally.
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OTHER FACTORS' INFLUENCING THEPARTICIPANTS

Conferees cited additional feelings and incidents, not mentioned in

the Liftrt evaluation, which colored an4 shaped their collegiatte exper-

iences. . The negative. factors they li'sted were

. 1. Lack of family encouragement created pres.sures.

2. Family resp'onsibilit(es. and lack of financial support acted

as barriers'to the re-entering.woman student.

3. Lack of exposure to and interaction with'other minority students

were cited as negative experience.

4. Male faculty patroniAtion took various form for a number of

.
conferees. One adviser encouraged a participant to leave the

secondary level for the elementary level in order that she might

find employment. Another adviser told a participant.that she

ought to stay at the local university, close to the family setting.

A third participant stated that the male faculty demonstrated

their hostility to her initheir grading. Another woman felt

excluddd as the only woman present in an otherwise male faculty.

Being the only minority woman.in a particular doctoral program

created pressures for another-participant.

AO"
6. Another woman wa's removed from her graduate assistantship

beCause she married a man in the same department.

7. One participant experienced diffitulty in changing fields in

graduate school.

53
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. Inadequate child care facilities hindered one participant.

. Lade of tutorial assistance created a barrier for one minority

woman.

sitive factors cited by'some of the participants drew expressions of

54

regret from ()tilers that they had hot been exposed to similar experiences.

These factors included:

1. Teachers and graduate school advisers actively encouraged one

woman in the pursuit of her degree.

2. A private undergraduate institution with a strong,academic

'reputation actively recruited another participant.
K

3. Teachers and family actively supported another woman;

competitive classmates proNiided additional mottvatiOn and

incentive.

4. A graduate program, which conscientiously recreted minority

men and women, offered a graduate fellowship Bone woman.

5. Another woman experienced positive encouragement from her

graduate program f.

6. Exposure to other minority students benefited one participant.

7.. Another participant who had engaged in student government

considered it 4 positive experience.

4
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ELIMINATING BARRIERS FOR MJNORITY WOMEN

Participants defined these specific barriers and offved recommendations

for overcoming some of them:

6
1. Sexism in family nurturing, educational settings, and cultural

. .

settings sho e eliminated:

AF'
2. Financial aid should be made available to minority womemorrince

these women 12.ay.e long been discriminated against on the basis

of their socioeconomic class.

3. The traditional social and historical ex'ausion from educational

opportunities or at best an inequitable access to these oppor-

tunities must cease.

4. Racism and sexist elements in entrance requirements must be

eliminated.

5. Male faculty. prejudice must be overcome or negated.

.6. Inadequate counseling must give way to better counseling.

7.. Information concerning job opportunities should be disseminated

more fully. f

8. Awards and honors for.women,in research should &e supported-to

provide incentives and recognition that women are able to enter

such fields.

9. Women should be encouraged by. Counselor's to enrollifn mathematics

and logic courses.

10. Interaction with faculty is impeded by lack of minority women

55
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professors. Administrations should be pressed to hire more

women:

lt:*--lAccessto adequate Child care lAcilities Shibld be provided.

12. Negative attitudinal and cultural elements in the media must

be eliminated. -The- media should also promote information on .

women's rights. 9

13. Equal pay for'equal work must become a reality.

14. Woman's studies, ethnic studies, and studies in other relevant

areas are necessary.

15. The few minority women training for-educational research and

development should beencouraged to dooperate with rather than

compete against one another.

. "16. The reluctance of the minority woman researcher to act as a

mentor must be overcome.

17. Institutional attitudes and policies must be restructured to

A include. motivation or incentive.
- 4

,18. The special needs of theminority woman should be recogrlized

and provided for beginning" in junior a/d senior -high .school.,

19. The told bpy network," which has 4plen-ied minority women access
.

to available opportunities, should be,mademore flexible and
I

accessible.

20. Minority women should be encouraged to develop self -c nfjdence

and assertiveness despite -Cultural taboos.

21, ,A systeMfor identifying promising minority, women at the e

.. junior high school level is needed.

ro
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,PRERARING THE CANDIDATE FORA RESEARCH POSITION

e

The participants' described gome of the possible classes and experiences.

Ar

which would better prepare the r9inorily wdmah for a research pAition:

t.
.

eourses which have educational appiicaShicsdwould

be valuable.
. . .. _

2. Intern hips and exchange programs would be desirable.
_ .

3. Courses which deal with computer print-buts and terminology
4 i *

0
are geeded.

4. A writingtskills course is necessary.

11-

5. Experiences which expose students to administrative responsibilities

should%be incorporated into training courses:

6. An applied course in research skills is needed

7. Graduate research assistantships should closely simulate actual
f

research situations. 16
r

8. A course in applied logic emphpizing logical analysis and

synthesis would be. invaluable.

9. More assistantships for minority women are needed to provide

required teaching backgrou;ut for C&I doctoral programs.

10. In-service research workshops should be instituted.

11. Field-based experiences are needed to enable students to

design and to evaluart specific programs.

12. Mentor or sponsorrelationsh.ips and access to the informal

communication network are necessities.

57
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v13.?;Opportunities should be offered to work with women who posses.s4.,"
1:1. t : .

114:-,Asocial research Methods coarse could be Offered,'
-411,

"t,leade6ip skills-v re . 4 s. .1.
.' .

15. Kathemillis for women shoulfl be emphasizei.begimmin9:ai the
.

,

0
,... li

secondary, level: ,

'.

.

,

,;.

0 . p
.e.16. Etucational administration and research eilalugion courses are

needed. ...
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SOURCES FOR RECRUIT`ING MIAKWOMEN

In addition to more widely known sources, the participants'Oted

-"-

these specific sources for recruiting minority women into edqpation'al

research and development:

1. Mexican American Studies Committee, University pf Ari,zona

2.* Catalysts: National Network
t
of Local Research 'Centers for Women

3. Nationa) Urban Fellows Program; Yale University
4

4. Educational Administration Program, Atlanta University

5. National Puert, RiCan Forum, New York City

t. Rockefeller fekgram for.Educational Leaders, New YorkCity

7.* Aspire of New York
J

...
8. AsPira-RoCkefelLerj

e

rogram for Urban Education,
.

Fordham University
4

9. Asian-American Studies Departments of

,

a. Univer,sity of California,. Berkeley; LocAngeles, an vis
,

`b. "San Francisco State University Ilir

c. San Jose State University /

.4110
,

10. Pacific Citizen, 355'East First Street, Rooms 905407, Los Angeles;

California 90012 ,,,

11. Indian Educati-on, NIEA, 1115 Second Avenue South, Minneapolis.

- Minnesota 5503 *
. .. 0

12. Bulletin, NIE.A/Project MEDIA; 1115Second Avenue South,Minneapolie,

Minnesota 55403

R. 59
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13. American Indian Libraries; American LiIrraf.y Association,
Y.,

50 Huron Street, Chicago, Illinois

1r; wassa'a, Indian Historical Society, 1405 Ma.sonic Avenie,

San rrancisco, California 94117

60

Akwesasne Notes, Mohawk Nation, via Roosev.eltown, New York 13683

16. American Historical Association

17. Nation Council of Negro *nen

18. Alpha
,\

Opt Alpha Sorocity.,

National Association of Black School,Educators

20.
4

21.

22.

23.

24.'

I
qt 25.

N.A.A.C.P.

Urban League

Association for Supervision an Curriculum Development (ASCD)

Coali of Indian Controlled SChool Boards, .Denver, Colorado

A

Air predominantly,Blac'k Adergraduate educational, institutions

Women's studies programs arlewomer's,organizitions

li

I

.
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