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WSU Commission on the Status of Fomen Report:

FACULYY WOMEN

Introduction

One of the functions identified for the WSU Commission on the Status
of Women when it was appointed by President Glenn Terrell in April, 1971 was
to exanine the status of women at the university and to make policy recom-
mendations for change. where change scemed to be indicated. The report herein
contained presents findings and rccoumendations regarding the status of women
faculty. Future reports will deal with staff women and with women students.

- Data for this report were obtained from anonymous computar runs of salaries

by departuent, rank, and termninal degree and from file information furnished
by the President's Office for faculty on appointment as of December, 1971.

Documents consulted were the WSU Comnittee Manual, 1971-72 for informa-
tion regarding female representation on university committees, the Graduate
Study Bulletin, 1971-1972, 1973-1974, Washington State University, for the
analysis of membexrship on the Graduate Faculty, and a mimeographed list
entitled "Washington State University Senate Roster--Faculty."

The Commission strongly urges that the administration take seriously
its responsibility to develop an affirmative action plan and hopes that the
findings and recommendations contained in this report will be useful in the
development and implementation of such a plan for women faculty at WSU.

I. Distribution of Women Faculty

Distribution of women faculty at WSU was examined by (A) Appointment
classification (permenent and temporary, full-tine and part-time), (B) Pro-
fessional category (teaching, extension, library, research), (C) Representation
in departments and colleges, (D) Representation at various ranks, and (E) Repre~
sentation in administrative positions.

Data for parts (C) and (D) above were analyzed further when only non-
channeled female positions were considered. In our society, women tend
to be directed toward, or "channeled" into certain limited fields and
excluded or discouraged from entering or pursuing a much larger number of
fields. Professions open to women at the university level typically are
concentrated in fields such as home economics, women's physical education,
1ibrarianship, end nursing. Men usually are not represented in these areas,
or are represented only in small numbers, because of self-exclusion from what
are considered female (hence low status) occupations. On the other hand,
profesgions occupied largely or entirely by men arxe so occupied not as a

- result of male “channeling," but as a result of the value and prestige

attached to then. These valued and prestigious professions -are.the same




| . ones from which women tend to be systematically excluded. Thus, the measure
r . of a university's or a society's commitment to women as professional persons

is, to a high degree, the extent to which wom:n are represented in (1i.e., per-
| . mitted to enter) "nonchanneled" fields.

| A. Distribution by Appointment Classification
i 5
Table 1 summarizes the distribution of female and male faculty according

to appointment classification of permanent full-time, permanent part-time,
temporary full-time, and temporary part-time. Figures include only those
faculty with academic, research, extension, and library appointments. Ex-
cluded are faculty holding positions in areas such as student services,
general adninistration, and Spokane Center Nursing Education.

TABLE 1
Number and Percent of Faculty by Sex and

Appointment Classification
(for Academic, Extension, Research, Library)

Appointment Classification Nunber Percent
Pemale Male Pemale | Male
Permanent Full-time 156 956 14.03 | 85.97
Permanent Part-time 13 6 68.42 | 31.58
Temporary Full-time 9 67 11.84 | 88.15
Temporary Part-time 7 10 41.18 | 58.82
Total 185 1039 —— ———
Grand Total : 1224 15.11 | 84.85

The largest single professional category and the one in which the
largest number of women appear is the academic faculty. Table 2 gshows the
) number and percent of women and men (including deans and department chair-
persons) by appointment classification for this category. Figures do not
include persons holding the title of lecturer.
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TABLE 2

Number and Percent of Academic Faculty by
Sex and Appointment Classification

Appointment Number Percent
Classification

Female| Male Female | Male
Permanent Full-time| 77 696 9.96 | 90.04
Permanent Part~-time 5 6 45.45} 54.55
Temporary Full-time 5 39 11.40 | 88.60
Terporary Part-time 6 9 40.00}] 60.00
Total 93 750 ——— —
Grand Total 843 11.03} 88.97

Table 2 shows that academic faculty women are outnumbered by men in
all appointment classifications. Women comprise less than 10X (9.962) of
the permanent full-time faculty. When permanent full-time and permanent
pert-time appointments are considered together, women comprise only 10.46%
of the total. When all appointment classifications are considered together,
women are represented on the academic faculty at a level of just over 11Z.

B. Distribution by Professional Category

A university can denonstrate a cormitment to equality of opportunity
for qualified wonen in academe by appointing them to permancnt faculty *
positions, full-tiwe and part-time. Table 3 summarizes the distribution
of permanent full and part-time faculty by professional category: academic,
zesearch, extension, and library.

,-’,"}{-“

Women constitute only 1% of the permanent research faculty and
approximately 10% of the permanent teaching faculty. Although women
comprise 302 of the extension faculty, virtually all of their positions
are in some area of the channeled field of home economics. S8imilarly,
the high percentage of female library faculty (52%) would be expected
since librarianghip is also a channeled field for women.




TABLE 3

Number and Percent of Faculty by Sex in Professional Categories
(Permanent Full-time and Part-time)

Professional Number Percent
Category
Female | Male | Female | Male
Acadenic (teaching) 82 702 | 10.46 |89.54
Research 1 92 1.08 | 98.54
Extension 63 146 | 30.14 | 69.86
Library 24 22 | 52.17 | 47.83 °
Total 170 962 | wowe= | emwe-
Grand Total 1132 15.01 84.98
C. Representation in Departments a ' or Divisio

Data on the distribution of faculty womer, permanent full and part-time

by department, are displayecd in Table 4. Table 5 shows departments without
perzanent female faculty. '

The column in both tables headed "Percent Female Doctorates Nationally"
refers to the perfent of women, nationally, who received doctorates in the
field in 1967-68." 1In Tables 4 and 5, the broken line (---~) indicates that
information for the given field was not available, or no women doctorates
were reported for that year.

Of the 51 departments for which data were analyzed, women hold permanent
faculty appointments in 22 (43.14Z) of them. When the female channeled depart-
ments of Foods and Nutrition, Child and Family Studies, Clothing and Interior
Design, and Physical Education for Women are cmitted, women on permanent
appointment account for 11.99% of the permanent faculty in departments in
which women are represented. Percentages of women in these departments range
from 66.67% (0ffice Administration) to 4.55% (Sociology).

l8ooper, Mary E. and Chandler, Marjorie O. Earned Desrees Conferred:
1967~68 Part A - Summary Data. Washington: U.S. Department of Health,
Education and Welfare, Office of Education, Nationzl Center for Educational
Statistics, May 1969.

zln order to make equitable comparisons, Physical Education for Men is

also omitted.




TABLE 4

Departments with Female Faculty on Permanent Appointment

Department Number Total | Percent | Percent Female
Fenale Doctorates
Female | Male Nationally

Foods, Nutrition 11 0 11 100 78.6
Child & Family Studies 8 1 9 88.88 46.4
Clothing, Interior Design S 2 7 71.43
Office Administration 4 2 6 66.67
#Physical Education 14 21 35 40.00
Food Science Technology 2 5 7 28.57
-~ Foreign Languages 6 17 23 26.09
Education 36 45 20.00
Psychology 20 24 16.67
Bacteriology 8 9 11.11 -
English 33 37 10.81
Music 18 20 10.00
Mathematics 24 26 7.69
Political Science 13 14 7.14
Business Administration 27 29 6.90
Anthxopology 15 16 6.25
Speech 15 16 6.25

Veterinary Clinical
Medicine 15 16 6.25

Electrical Engineericg 16 17 5.88
Aninal Science 16 17 5.88 — .78
History 21 22 4.76 13.0
Sociology 22 23 4.55 18.5

o]l o] 0] == N] N ] =]

*Includes Department of Physical Education for Women and Departument of
Physical Education for Men.

#%Includes three women in the channeled field of Home Economics Education.
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TABLE §
Departments Without Feuale Faculty on Permanent Appointnent

Departuent Muzber Percent Departnent Number Percent
Pern, Female Pern. Female
Faculty | Docterates Faculty | Doctorates
Netionally Nationally
Chendstry 28 8.0 Conputer Science 10 ———-
sEcononics 24 8.0 Horticulture 10 2.9
Ag. Economics 19 2.6 Vet. Microbiology 9 ———-
Civil Engineering 18 e VLH Ag. Engineering 7 ———
Physics 18 2.6 Geology 7 2.4
Agronomy 17 -——— Philosophy 7 9.1
Architecture 16 e Plant Pathology 7 6.2
Mechanical
Engineering 16 25 Vet. Anatomy 7
Zoology 16 14.9 Entomology 6 7.6
Fine Arts 14 v 25.0 Vet. Physiology 6 —
“Chenical
Conmunications 13 15.6 Engineering S
Forestry 13 conn Metallurgy 5 o=
Botany 12 9.7 Police Science S o
Pharmacy 11 10.2 Genstics 3 17.3
Veat. Pathology 11 ——

#A female who holds part of her appointment in this department appears in Teble &
in Business Adninistration.

Table 6 ~unm:1:§o by College or Division the number of departments aand per-
cent of departments within the college or division which have no female faculty
on permanent appointment.




TABLE 6

Bumber and Percent of Departments Hithin Colleges or Divisions
Without Female Faculty on Permaneant Appointment

College or Division Number Number Percent
Departments Without Without
Wooen Women
Home Econcaics 3 0 0
#Education 1 ( 0
Social Sciences 6 1 16.67
Business Adainistration 3 1 33.33
Humsnities 7 3 42.86
Biology and Physics 9 7 77.78
Veterinary Medicine S ) 80.00
Agriculture 9 7 83.33
Engineering 6 S 83.33
Pharpacy 1 1 120.00

Mepartaents of Physicsl Education for Womea and Physical Bducation fur

Mea are omitted.

D. entation of Wi ¢ Ranks
Table 7 displays comparative data on male snd femsle faculty within
acadeaic ranks.
TABLE 7
Comparison of Female and Male Permanent Full-time PFaculty by Renk
(Acadenic)
Rank Sex | Number | Percent Percent Total Percent Total Paculty
By Sex Zaculty by Rank Fevale and Male
L4 10 12 3,9 1.29
Professor N 341 34.63 96.0] 118
Associate | F 27 35,07 11.39 3.49
M 29.60 88,41 26,65
Acsistant | ¥ | 35 T 45,45 1268 4.53
Professor [ M | 241 [ 34,63 82,2 T T
L4 3. _6.30 38,46 63
Instructor N : 1.14 6154 1.03
Total : 677 === — .96




Less than 13% of all female academic faculty (permanent full-time) hold
the rank of full professor while almost 35% of all male academic faculty
(permanent full-tice) occupy the highest academic rank. Women comprise less
than 4% of the total number of full professors. To make another comparison,
male full professors comprise 31%, or almost 1/3 of the total full-time
permanent academic faculty and female full professors comprise only 1%.

The largest proportion of women faculty are at the assistant professor
level (45.4%) while male faculty are evenly distributed (34.6%) at full
professor and assistant professor ranks. At associate professor level, the
higher percent of total women compared with percent of total men (352 com-
pared with 29.6%) reflects the lower prouotion rates for women (see Section II)
as well as lower rank at initial appointment for women.

Comparisons were made to deterumine female representation at given ranks
when those women who occupy positions which typically zrc not filled by
men (positions into which women are channeled and from which men exclude
themselves) are omitted. Table 8 presents comparisons within ranks by sex
when channeled women (Home Economics, Home Economics Education, and Women's
Physical Education) are omitted from the data.

TABLE 8

Comparison of Nonchanneled Female and
Male Permanent Full-Time Faculty by Rank (Academic)*

Rank Sex | Number Percent Total Percent Total :Percent Total
Faculty by Sex | Faculty by Rank Nonchanneled
Faculty
Female and Male
F 5 13.51 2.07 .70
Professor 1537 35.11 97.93 33,29
Associate F 12 32.43 5.58 1.69
Professor M 203 30.07 94.42 28.51
Assistant F 18 48.65 7.26 2.53
Professor M 230 34.07 92.74 32.30
F 2 5.41 28.57 .28
Instructor [—y 5 74 71.43 =70 .
F 37 J— J— 5.20
Total My—1%95 1 s p— 9. 80

*In order to make an equitable comparison, Physical Education for Men is
omitted from the total faculty figure.




When comparisons are made between nonchanneled woren and male permanent
full-time academic faculty, it is apparent that women occupy a still smaller
proportion of positions at each rank. Nonchanneled women comprise just over
2% of the full profesesor, 5.6% of associate professor rank, and 7% of assistant
professor rank. When the total number of women in fields other than those into
which women are directed and which men tend not to select is considered, women
comprise only 5.2% of the total permancnt acadenic faculty.

E. Representation in Administrative Positions

.Of eight academic deans, one (12.5%) is female. Cf a total of 53 depart-
ment chairpersons, four (7.54%) are ferale. A1l five women occupying adminis-
trative academic positions are In chananeled fields.

»
-

II. Proniotion Rates
Data regarding comparative promotion rates for female and male academic
faculty were analyzed by average number of years in rank before promotion and
by number of years at present rank.
A. Average Number of Years, in Rank Before Promotion
Table 9 shows average number of years in rank by terminal degree and sex

for all persons who had occupied and had been promoted out of the ranks of
instructor, assistant professor, and associate professor.

T'®LE 9

Average Number of Years in Rank Before Promotion
(Permanent Full-time Academic Faculty)

Degree | Sex | Number | Average Number of Years in Ramk
Instructor Rank
potorate [ 7
Master's | ——f—¢ 2204
Bachelor’'s g g . 12:2
Assistant Professor
Doctorate ; 2;3 Z:;:
Master's ; zg ‘g;zg
Bachelor's g -; ;?;;
Associate Professor
Doctorate 5 172 g:gg
Master's ¥ 7 T
Bachelor's ; = T




At all ranks and at all terminal degree levels, the promotion rate for
female faculty is slower than for male faculty. The explanation that
differences in terminal degrees account for slower promotion rates for
women at given ranks does not hold. While a higher percent of male academic
faculty hold the doctorate (66.67% compared with 45.45% of women), a much
higher percent of males with the doctor's degree occupy the full professor
rank (45.88% compared with 257 of female doctorates).

B. Number of Years at Present Rank

Table 10 shows by five-year intervals the percent of male and female
faculty in the category at the present ranks of assistant and associate
professor.

TABLE 10

Percent of Male and Female Academic Faculty in Present Rank by Years

Years in Rank | Percent of Females | Percent of Males
Asgistant Professor With Doctorate

0-.5 60.00 97.13
6-10 40.00 2.30
11- ———— .57
Asgistant Professor With Master's
0-5 86.36 87.30
6-10 13.64 11.11
11-15 | e —
16- 1 eeea 1.59
Associate Professor With Doctorate
0~ 5 62.50 83.81
6-10 25.00 13.87
11-16 6.25 1.16
16~ 6.25 1.16
Associate Professor With Master's
0-5 27.27 40.62
6-10 36.36 40.62
11-16 36.36 12.50
16- | emee- 6.25

For both ranks and at both terminal degree levels, a higher percent of
men than women occupy the lower (0-5 years) interval. This is especially
marked at the doctoral level where female assistant and associate professors
are represented at the levels of 60% and 62.5% respectively, compared with 97.13%
and 87.302 for men. At all other intervals except one, the percent for women
is greater than for men, indicating that a higher proportion of women have
been at their present rank for a longer period of time. Particularly striking
is the 6~-10 year interval for assistant professors with the doctorate where
40% of females appear compared with 2.3% of males.

10




I1I. Salary Comparisons

All salary figures herein reported a2re for an academic year. Salary
comparisons were nade for full-tiue permanent faculty as follows: (4) Academic
(Teaching), (B) Library, and (C) Extension. No salary analysis was made for
Research Faculty because no female appeared in that category on the computer
printout. Acadewic Faculty salaries were analyzed further according to ramk
and terninal degree for (1) total faculty, (2) college or division, and
(3) department. College, division, and departmental comparisons were made
only for those in which both female and male faculty appeared on the computer
printout.

Salary figures include professorial salary (total salary minus increment
for administrative duties) only for department chairpersons on academic appoint-
pent. Chairpersons on annual appointment are excluded because at the time the
computer run was made, professorial salaries for such persons were not available.
Deans' salaries do not appear in these figures.

Annual salaries were corbined with acaderniic salaries using the standard
.8181 conversion figure. This was felt to be appropriate although the university
uses the higher figure of .8625 in converting individual salaries. It should
be noted that the effect of excluding professorial salaries of department chair-
persons on annual appointment (all of whom are male) plus the use of the lower
conversion figure for regular annual appointments (most of whom are male) is
to present a conservative picture of average male salaries. Thus, in numerous
instances, reported discrepancies between female and male salaries are actually
greater in favor of men than is indicated.

In Tables 11~-15 which follow, differentials in mean salary between females
and males at comparable ranks and terminal degrees are reported in the last
column with a plus (+) indicating a higher wmean for women and a minus (-)
indicating a lower mean for women. No individual salaries are reported. When
only one person appears in a category, an asterisk (*) replaces the mean salary
figure for both sexes. When only two individuals are employed in a category,
the @ symbol appears in the range column for the two persons.

A, Silaxy Coiparisons for Academic Faculty

1. Salary comparisons for total faculty

Table 11 displays salary corparisons by rank and terminal degree
for full-time permanent faculty as listed on the computer printout.




TABLE 11

Salary Comparison by Rank for Permanent Full-tiue Academic Faculty

Female : Male Diff.r-

ertial
: i i Avg. Avg,
No.| Mean Range Yrs. || No. { Mean Range |yrs.
Salary | usu. Salary usy

Pull Proftossor y "

i

Doctorate & 16207 15053-17411
Master's | 1} *
Bachelor's 0 '

11.9419¢ {17667 |12272-26725{15.9]: -1450
as.0ll 231 % |11485-20450{22.3) -1603
3 | 15425 | 13905-16827| 20.

>~

w

4

Associate Professor

Doctorate 15§ 13122 §12051-15056 {.12.011174 {13142 | 9408-19634] 7.6 ~20
Master's 12 112711 [ 11675-14445 1 20.2 )| 32 | 12969 | 10661-15375{13.3 -258
Bachelor's 0 : 1 * 24,08 —e~e-

Assistant Professor

¥ & »
Doctorate 10 { 11110 !10000-12850 156 | 12010 | 9500-15748

4.4 3.0 -900
Magter's 20 | 10346 9198-11960{ 5.7{f 79 | 10518 | 7725-13600f 3.8 =172
Bachelor's 4110657 |10176-11053§ 9.7 2 112000 @ 2.3 -1343

]
Instructor
i M

Doctorate 0 2 | 10000 @ 1,0)]] ~===-
Master's 4 9059 8262-9500 4,5 41 9366 § 7935-11125} 1.2 -307
Bachelor's 1 * 1.0 0

Of the eight rank comparisons of mean salaries involving both sexes and con-
trolled for terninal degree, all differences between means 'are in favor of men.
Salaries of women within a category range from $20 to $1603 per year less than
those of males. For every comparison except one, the average number of years at
WSU 'is greater for women than for men.




2, Salary Comparisons Within Colleg:s or Divisions

Salary comparisons for females and males by rank and terminal degree are
displayed in Table 12.

TABLE 12

Salary Conparisons Within Colleges or Division
(Pertanent Full-time Academic Faculty)

> ; - -
\ College or ; ) Differ-
Division Female ‘! Hale ential
No. |} Mean Range | %vg. No. ] MlMean Range Avg.
Salary Yrs. Salary Yrs,
f ' USU WSU'
Professor With Doctorate
R 1
Agriculture 1 * 17.05§ 32 * 12272-22580{:15.3|} -165
Biologic: 1l
Scicnces 1 * 27.0}1 18 % 15135-22600] 19.9]] =3620
Econorics &
Business 1 * 13.0¢ 17 % 14700-26725} 18.41f ~-4047
. Education 2 | 17026 Q S.511 15 | 16750 {14040-21810] 12.9]] +276
Social
Sciences || 2 16600 Q 9.54 29 118666 }14111-26000} 14.9)| -2066
Professor With Master's
Humanities ' 1 ; % 24.011 11 * 11485-19158} 19.7}1 -1081
Associate Professor Vith Doctorate
Education I 6 | 12908 [12051-13600 { 16.01}j 11 13079 |12200-15180] 7.6} -171
Home Eco- -
nomics 5 * 12272-15056 g§.01 1 * 5.0]} +486
Humanities 1 * 15.04 25 % 11330-16000{ 7.7Q1f +921
Social
Sciences 3 112900 12700-13100 | 12.7 21 13490 {12103-15550{ 5.1 -590
Associate Professor With Master's
' Economics & i .
Business 2 | 12050 @ 121.501 3 112636 |11433-13875}15.7}| -586
Education 2 * Q 22.0 1 * 14.0 -25
Humanities i 2 | 12688 @ 21,5 ; 9 | 12488 {10661-14500{ 9.8} +200




TABLE 12, Continued

College or Differ~
DPivision Female Male iential
No.{ HMean Range '$:§' No. | Mean Range Q:f"
Salary WSU Salery wSU j
Assistant Professor Vith Doctorate
i —
Physical l I 3
Sciences 1 * 3.0§ 31 * 10800~13800! 3.1 ~795
Education 3 10909 10326-11400 2.0}1 12 11506 {11200-12480f 2.7{f -597
Engineering 1 * 5.0} 13 * 11249-14000] 3,01 +374
Humanities 3 10733 10000~11400 4.3l 23 10764 9500-13000f 3.6 =31
Social
Sciences 1 * 10.0§f 32 * i10400-14201 2.9} +801
Assistant Professor With Master's
Econouics & “
Business 2 10288 @ 6.0 5 12065 §10500-136001 1.6 }|~1777
Education 8 10575 9579-11960 5.2)1 11 11362 [10226~15544) 7.2l -787
Humanjities 3 10242 9600-~10625 5. 22 10824 7725-13500] 2.81f -582
Sociel
Sciences || 1 * o.o] 11 *  110400-12900{ 1.8 || +423
Instructor With Master's
Agriculture 1 * 4.0 1 * 3.0 |} +327
Education 1 * 3. 3 * 8590-11126} 1.0 {; -369
P JLA - - ——

Of tne 24 zeun salury corpaxisoms, “b.7/ (16) are in favor of men. It wight
be speculated that this salary advantage is a function of longer years of ser-
fice for men. This is not the case, however, since in 11 (68.87%) of these com-
parisons, the average number of years at WSU is greater for women. On the other
hand, in the eight cowparisons favoring women, longer years in service do, indeed,
seem to play a role, since the average number of years at VSU is greater for them
in 754 of the cases. Thus, it appears that i{ t..r. i. a salary wdvantaie for
wonehl, it s tied to lengtu. cf ¢i{me iu service.,

The range of the wmean salary differeatial when females lag behind but have
been at USU lemger thaw wales is $25 ~ $3620.




3. Salary Comparisons Within Departments

Twenty-eight departments were shown in which female and male permanent

full-time faculty were erployed.

malaries by sex when controlled for rank and terminal degree.

TABLE 13

Table 13 presents conparisons between mean

Salary Comparisons Within Departments for Permanent Full-time Academic Faculty

]
Departwent Female Male tDiffer-
'ential
fNo. ! Mean Range Ave. Il yo. Mean Range Avg.
Salary Irs. Salary irs.
WSUu WSu
Professor With Doctorate
Bacteriology
& Public
Health 1 * 27.0 3 * 15825-21450] 17.0]i~2875
Business Ad-
winistra-
tion 1 * 13.0 7 * 14850-23800]| 20.2{|-3468
Education 1 * 2.0 }{ 12 * 14040-~21810] 12.8|] -112
Food Science
& Tech- i
nology 1 * 15.0 1 * 16.0}l +327
Psychology 2 116600 @ 9.5 11 10 117576 (14111-24750]13.2]1 -976
Physical Edu-
cation 1 * 9.0 3 * 14678-18450]12,7]f +668
Professor With Master's
+
English ll * 23.0 1 ik * 24 .0 -650
Associate Professor With Doctorate
Business Ad-
ninistra-
tion * 3.0 8 * 10963-16561| 8.2 +74
Child & Fam-
ily Studies} 2 * @ 4.5 1 % 5.0)| +425
Education 12475 @ 15.0 9 12440 {12200-15180} 8.0ff =465
Foreign Lan~-
guages % 15.0 7 * 11845-15700§ 8.1[i+1179
Political
Science * 110.0 4 * 12360-14000f 6.0ff -340
Psychology * 124.0 2 * @ 3.5§ =297
Physical Edu-
cation 13125 | 12051-13600]16.5 2 {13705 @ 6.0t ~-580
Sociology * 4.0 ! 4 * 13081-15550| 5.3%~1866
15




TABLE 13, Continued

Department f iffer-
ntial
No.| Mean Range Mean Range !é:g'_
Salary Salar% usu |
Associate Professor With Master's
Music 1 * 19.0)} 2 * Q 18.0ﬁ -563
Assistant Professor With Doctorate
Education 1 * 3.04f 9 *  111200-12480 2.0 -146
Electrical En
gineering 1 * 5.0/t 4 *  111249-140008 4.3|| +494
English 2 | 10700 @ 3.5 11 10136 | 9500-10750 3.6l +564
Foreign Lan-~
guages 1 * 6.011l 3 *  110600-11550 5.3}l -250
History 1 * 10.0}} 6 *  110400-11100; 2.8+1250
Mathematics 1 * 3.0} 10 *  110500-129001 2.5] -645
Physical Edu-
cation 2 | 10663 @ 1.0%f 3 11383 111300-11500{ 4.7}l -720
Assistant Professor With Master's
Clothing &
Textiles,
Interior
Design 2 | 10438 @ 9.0 " 2 | 10400 @ 3.0 +38 5
Education 4 | 10870 }10200-11960| s.0lf 3 10775 [10226-11100j 1.0f{ +9> g.
English 1 * 3.04 3 * 10000-11000!1.3‘ =750 !
Instructor With Master's
Animal Sci-
ences 1 * P 4,001 * 3.04f +327

Of 28 mean salary comparisons, 60.7% (17) are in favor of men. In 58.8%
of the comparisons favoring men, however, the average number of years at WSU
for vomen is greater. Of the 11 comparisons where mean salaries favor women,
wowen have been at WSU longer, on the average, in 53.6% of the cases. Mean
salary differences when women lag behind men but have been at WSU longer
range from $146-$2875.




B. Salary Comparisons for Library Faculty

Table 14 displays a summary of Library faculty salary data by sex and rank.
Librarian 4, 3, 2, and 1 compare with academic ranks of full, associate, assistant
professor and instructor. Administrators are excluded from the figures, Categories
include only those in which both males and females are employed.

TABLE 14

Salary Cormparisons for Library Faculty by Sex and Rank
(Includes Audio-Visual)

Avg.
Yrs.
Wsu

lMean
Salary

* 12435-12844{10.7 ~3018

@ 10772 | 9245-12026{12.0 -1241
6741-7752 8009 | 6741~ 8590 1.3 762
6627-7281 6899 | 6790~ 6954 1.5 ~-158

Average salary differcntials are in favor of mén in all categories. Average
number of years at WSU i5 greater for women for Librarians 4 and 2 and virtually
equal for Librarian 1. Differentials in favor of men where women show, on
the average, longer years at WSU range from $158 - $3018.

C. Salary Couparisons for Extension Faculty

Salary comparisons for extension faculty by sex with rank and terminal
degree controlled are presented in Table 15. Ranks designated as E~4, E-3,
E-2, and BE-1 are comparable to full professor, associate professor, agsistant
professor, and instructor.

Although the salary differential is in favor of :rales in six out of seven
comparisons (85.72), it must be noted that the average number of years at WSU
is greater for males. In the E-2 category, however, the difference in average
number of years at WSU is very small although the salary differentials in favor
of nales at both terminal degree levels are substantial. Ir. four out of six
comparisons of the salary range, the lowest salary within the category is
higher for males than is the comparable lowest salary figure for females.




bl

TABLE 15

Salary Comparisons for Extension Faculty

Degree Fenale ! Male ! Differ-
ential
No.| Mean Range 'Avg.l.o’, Hean Range V8.
j Salary '5;;" ' Salary -;;;.
] 1 l
E-4
1
Doctorate | 1 | * 3.0 8| % li2ge1-15953f1e.9 | +1e59
E-3
Master's 12 {11049 9654-12762‘:,11 0 30 | 12294 '9817-l513§116 i -1245
Bachelor's|] 4 10922 9654-12190 } """ fi 10 } 11527 | 9817-15135;1 ° ~605
E-2
Master's 9 | 8763 7363-11044 9 5“_;2 9410 7445-11865} 0.1 ~647
Bachelor'sj 12 | 9285 8017-10881 } “° " 27 | 10090 | 7363-12272°"° ~-805
E~1
Master's 31172 6954-'7281-, 2.5 4| 7833 | 6954~ 89162 4.3 -711
Bachelor's} 20 ! 6839 6218~ 8590 ] ° 5| 8197 | 7445~ 8912}} : -1358

IV. Participation of Vlomen Faculty in Positions
of Influence

The influence which a person or group is able to exert on its own behalf
or on behalf of others is often a function of the exteant to which the person
or group has access to individuals who makc up the power structure. Saction IV
seeks to deternine the degree to which wonien have access to the power structure
by examining their participation in three inportant university bodies: the
Graduate Faculty, University Committees, and the University Senate.

A. Graduate Faculty

- ‘In some departments, favorable tenure consideration, as well as promotion
and salary increases, are closely tied to election to the Graduate Faculty.
Graduate FPaculty ncmbers are more likely to have the assistance of graduate
students in their research projects, thus enhancing opportunities for pub-
lished research leading to faster promotion rates and salary increases. Table
16 presents the number and percent of men and women on the Graduate Faculty
and the percent of total faculty by sex on the Graduate Faculty.
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TABLE 16

Representation on the Graduate Faculty by Sex

Sex Rurber f Percent Total Percent Total
| Grad. Faculty F/t! Faculty

Ferale 22 3.79 12.89
Male 558¢* 96.21 58.00

‘
!
!

*Excluding i'embers of the CTentral Adrinistration.

Of a total of 580 mermbers of the Graduate Faculty, 22 (3.79%) are wowep
and 558 (96.21%) are wen. Of the total number of female faculty (permanent
full and part-time), 12.89% are on the Graduate Faculty compared with 58.00%
for men. The explanation that a smaller proportion of female than male faculty
hold the doctorate (66.677% coupared with 45.4% for academic faculty) does not
seen sufficient to explain the small proportion of female Graduate Faculty
meubers. Of the men on Graduate Faculty, 6.612Z (37) do not hold the doctorate;
only 4.5% (1) of the women are without the doctoral degree.

B. University Coumittees

Of 47 university standing committees, faculty women are represented on
59.57% (28) of them, according to the 1971-72 Committee Manual. There are no
committees without male faculty representatives. The 30 different faculty
women on committees include 26 from the teaching faculty, 3 librarians, and
2 from student sexvices.

. Of the 40 committee positions held by the 30 faculty females, 3 positions
represent channeled fields and 4 are ex officio. This lcaves only 33 positions
filled by females selected from the pool of faculty women available university-
wide. Only three comnittees are chaircd by female faculty.

Table 17 displays the names and total membership of thc committees without
faculty women in 1971-72. An cxanination of the Comnittee Manuals for 1969-70
and 1970-71 shows no faculty women represented on the committees for those
years as well, with the exception of the Curriculum Innovations Committee
which was not listed in the 1969-70 manual.
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TABLE 17
University Committees Without Femsle Paculty, 1971-72

Committee W¥umber of Committee
Mesbers :

W

Patent Coamittee

Planning Counecs!

Subcommittee on Physical
Facilities

Policy end Projects Committee
of the Scholarship Develop-
sent Fuad .

Radio-TV Advisory Committes

Traffic Control Board

University Publications Doard

Nonors Cowmetil

[
- X A X J"R J RVEVE

_—

‘the Univeusity Senate sre elected rather than sppeinted; thes -
t different comsidarstions imvolved in the represemtation
in that body. Of tha 75 feculiy sematags, 8 (10.67Z) are

figure iacludes 4 from the chamneled fialds of physieal edu-
for women and home economics. of the 2 libraty semators is fesale. .
ting the sbove constitusncies’ from total senats faeculty represestatien,
women faculty represent only 4.41% of the faculty
ty Semate. S$Since noachasneled wemen cemstituta 5.2% of the academte*
ty, the former figure may be a reflection of the exteat ¢o uhich womea are
on serious consideration by thoss vho elect perims to the decision-makiag
bodius.of the university.

fi
i

E"

V. Sumnary -eaad Recocmendations

" éxamined: distribution, rates of promotion, sslaries, sad participation in
positions of iaflusnce. Also exsmined were tenure comsiderations sad length

of tins in service for full-time temporary faculty. A swmmary of mais fisdings

“for each ares is presemted below. The recommendations which follow refer to

. specific matters deslt with in the body of the report as well as to comsiderations
of a more general nature related to. these matters. .

' ‘Momur!mm-tenmuuuforhh also onitted in ovder to -
make equitadble comparisons.
' 20




Summary
Dist ion

Women constitute approximately 151 of the teaching, research, 1ibrary,
and extension fsculty in tecporary, permamnsnc, full smd part-tims appoimtuents.
This figure is well below the national average of 18-22% for womom on college
and university faculties. In permanent full and part-time positions, females
comprise 1% of the research faculty, 10.457 of the teaching faculty, 0% of
extension, and 522 of the library faculty. When woren in “channeled” fields
are guitted, only 5.2X of the tesching faculty is female.

At the aduinistrative levy), females couwprise 12.5. of the deans amd
7.5% of the department chairpersons. All five of these women are in chanmeled
fielde. bUomen are underrepresented at the administrative level in all peaiticss,
including as directors of special programs. It should be noted, however, that
slthough there are 20 women at the top admianistrative level in the library,
the large pool of available women on i2s faculty has been tapped so that the
chiefs of ths three main divisioms (humsnities, social science, sad sciencs)
presently are female.

Of 53 acadenic departments, 43X coatain no women on permsmest sppoiantmsat,
sither full or part-time. Half of the colleges o~ divisions exsmised have
sore thaa ;02 of their departments vithout female permanoat faculty.

Within scadenic faculty raaks, women comprise 3.99% of the full professors,
11.59% of associate professors, and 12.682 of sssistaat professors. Less than
one-half of sll the permsent academic women sre at the wpper rasks of full
and associate professor vhile alsost two-thirds of the uen hold those ranks.
Women at the upper ranks cosprise less tham 3% of the tot:\ academic faculty.
When nonchegpaled vomea are considerved, females comprise 2.07% of full pro-
fessors, 5.58% of sssociate professors, and 7.26% of sssistant professors.

Mo clear-cut pattern emerged rvegarding tesuve or Tegsadisg limgth of
tioc in service for full-time temporary faculty.

Provoticn Rates

Tor permsnent academic faculty, procotion rates for women at all ranks
are slower tham for men vhen controlled for terminal Jegree. The discrepancy
is particularly marked at the assistant professor rank vhere women with
do.torates are at renk sn average of 2.57 years longer than males. With the
aaster's degree, vomen are at rank sun average of 2.78 years lomger than theix
sale counterparts. At the instructor rank, there is an average discrepascy
of 13.5 years betwesn men and wonen at the bachelor's level, 2.34 years at
the sester's level, and .42 years at the doctoral level. Femsle associats
professors with the doctorate lag sn aversge of .11 yesrs behind men in
promction and those with the sester’s degres lag .04 years behind. When
examination wvas made of the average number of yesrs at preseat rask for
sssistant and associate professors, it vas shown that in all comparisons
except one, 8 higher percent of womsen then men are at rank in the 6-10 years
interval and, wvhere wousn sre represented, at the interval of 11 or more
years.
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Salary

Salary comparisons by sex with rank and terminal degree controlled were
made for academic (teaching) and extension permanent full-time faculty and
for library faculty with rank controlled. Academic faculty salaries were
compared by rank for total faculty as well as by college or division, and by
department for those in which both sexes were represented, The majority of
comparisons show ‘a salary discrepancy in favor of men when controlled for
rank and terninal degree. In comparisons where the discrepancy 1is in favor
of men, it was found that women h e been at WSU more years, on the average,
in 56 to 75% of comparisons. Factors other than rank, time of service, and
terminal degree appear to affect salaries for men at WSU to a nuch greater
extent than women.

Participation in Positions of Influence

Women are represented on the Graduate Faculty in the proportion of
3.79%. Of the total permanent full and part-time women, 12.89% are on
the Graduate Faculty compared with 58% for men. Of 47 university com-
mittees, women are represented on 59,597 of them. There are no university
committees without male representation. Women chair 3 of the committees.
In the University Senate, 10%Z of the faculty representatives are female.
When channeled persons are omitted, the female representation drops to
4.41%.

Recommendations

Distribution

1. Goals and timetables need to be set for increasing the number of faculty
women. The administration should assume a positive leadership role to
agsure that departments undertake self-study leading to female faculty
representation consistent with national availability. An approach might
be to exauine data such asarc presented in Tables &4 and 5. Thus a depart- °
mart -such as Chemistry which currently is shown as employing no perma-
nent female faculty would set as a goal the recruitment of at least 2

. (8% of 2%) female faculty. Similarly, departments such as Economics, Zool-
ogy, and Pharmacy would strive for female faculty representation at the lev-

* elsof 2, 2-3, and 1, respectively. Departments with females on appointment
should examine their status with respect to additional female faculty
necessary to reach a similar employment goal.

2. At the time recommendations for employment are made, information should
be presented documenting contacts made and responses directed toward the
intensive and methodical recruitmei.t of faculty women. Channels other
than the traditional ones should be utilized. Chapters of NOW (National
Organization for Women), Women's Caucuses, and college and university
commissions on the status of women have begun to compile files of credentials
of qualified women. The administration should make itself aware of such
sources and make this information available with the expectstion that it
will be utilized by colleges and departments.
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3.

Steps should be taken to insure that administrators of all employing units
and members w.thin those units are aware that the nepotism rule no longer

exists and that consideration must be given to all qualified applicants

r. rdless of family relationships. Literature regarding vacancies should
clearly indicate that WSU does not have a nepotisn rule.

Women should be actively encouraged to pursue advanced training in fields
in which they are grossly underrepresented, such as in the sciences and
in research. Jne means of encouragement would be for the administration
to provide teaching assistantships earmarked for women graduate students
with high potential in these fields.

Women should be represented in top administrative positions (central
administration, department chairpersons, directors, etc.) in proportiona
to their representation on faculty and staff.

a. All units on campus should be urged to identify and encourage women
with administrative potential. As was indicated in the body of this
report, if women are given greater access to decision-making positions
(committee membership, etc.), their experience will be enhanced and
their potential can more readily be documented.

b. If the university does indeed aspire to be an "Equal Opportunity
Enployer" as its literature indicates, then it should exacine policies
and practices with regard to providing the administrative experience
prerequisite to qualification for administrative positions. Con~
currently, a vigorous educational program should be undertaken to
modify the traditional attitudes toward sex role and leadership which
nilitate against women receiving favorable consideration for administra-
tive positions.

c. Women should be actively recruited for administrative training. Females
should be included among the candidates recormended for programs such as . -

the Aserican Council on Education academic administration internship program.

Promotion Rates

1.

Promotion rates, practices and procedures, for both men and women should
be carefully reviewed at the departmental and college levels. There is a
groving body of research evidence to indicate that women are treated
differently with regard to both salary and promotion when fagctors such

as degree, experience, and publications are held constant.l*® Loeb and

lncnderaon. Jean C. G. '"Women as College Teachers." Unpublished doctoral

dissertation, University of Michigan, 1967.

23imon, Rita J. and Rosenthal, Evelyn. "Profile of the Woman Ph.D. in

Economics, History, and Sociology," American Association of University Womea
Journal 60, March 1967, pp. 127-29.
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Ferbet1 used as indices seven types of publications, years of experience,
and honors received to predict promotion rate. Interaction was found between
sex and type of putlication, but nmost of the advantages of the interaction
benefited males. Particularly significant was the fact that technical
(grant) reports tended to be rewarded for men to a higher degree than

for women. The authors of the study speculate that technical reports are
evidence of visibility outside the institution and thus are correlsZed

with outside offers for men. Women are less likely to have outside offers
under the same circumstances because of the general tendency to discriminate
against women in employment and because of the liritations on mobility for
married women. The statement in the current faculty manual (1971), "change
in rank and salary will not be mad: to meet the competitive offer of amother
institution " (p. 27), should be strictly observed. For reasons stated
above, women are less likely to have outside offers regardless of their
qualifications.

2. Administrators should take positive steps to assure that women are informed
of the reward system within the unit to which they are attached. This is
particularly critical because, due to common social contact patterns within
departments, women tend not to have access to grapevine information that
may directly or indirectly affect promotability.

3. At the time that candidates are r=zcommended for promotion, administrators
should be prepared to review in detail the promotion status of women
faculty in their departments. Where promotion of males is documented with
reference to activities related to involvement in funded projects, positiocune
of responsibility, etc., information should be presented regarding positive
steps being taken to insure that women are encouraged to the same degree
to have equal access to opportunities leading to advancement.

Salary

In addition to the numerous survey studies at colleges and universities
documenting salary differentials between male and female faculty, a number of
statistically sophisticated reports have shown that when women are equivalent
to men in terms of all professional variableg éncluded in a regression equation,
they can still expect to earn less thun men.“*” On the basis of .;uch cvidence and
the results of the study herein reported, the following recommendations are made:

1. Salary status for women should be carefully reviewed in much the same manmer
as promotion procedures.

1Loeb. Jane and Ferber, Marianne. 'Sex as Predictive of Salary and Status
on a University Faculty."” Journal of Educational Measurement, Volume 8, No. 4,
Winter 1971, pp. 235-244.

210eb and Ferber, Ibid.
3

Berry, Sara and Ererburg, Mark. "Earnings of Professional Women at Indiana
University." Indiana University, Bloomington, 1969, 21 pp. ED 043 292.
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1.

Administrators should be urged to identify and correct salary inequities
where they exist.

Women should be informed of the nature of the financial reward system
within their department.

At the time of annual review for salary increases, the salary status of
each female faculty member should be detailed with the goal of determining
the steps being taken to enable women to participate equitably with men
in the financial reward systemn.

Personal considerations such as marital status and professional or financial
status of the husband should have no bearing on professional opportunities
afforded to women or on decisions regarding salary and promotionm.

Viomen should not be denied opportunities for professional activities or
special appointments involving travel or absence from home on the basis

of sex, marital status, or fanily responsibilities. There is a tendeancy
for such decisions to be arbitrarily nmade without consulting the faculty
wonan involved. The imposition of arbitrary judgments based on traditiomal

.and outmoded social mores has the effect of excluding women on the basis

of matters other than professional qualifications.

Positions of Influence

Women with potent?al should be encouraged to embark on activities leading

to eligibility to Graduate Faculty. Cultural conditioning, social pressures,
and reluctance to compete with males sometimes have the subtle effect of
lowrving the aspiration levels of competent women., When women are alone oy
in the minority in a department, they tend to be isolated from the pro=-
fessional stimulation and support which their male colleagues gain from

one another.

Steps should be taken to insure that leads are given women to the same
degree as men with regard to opportunities and encouragement to participate
in proposal writing, research, and all other activities which channel
individuals toward eligibility for Graduate Faculty.

With regard to committee membership, there is a tendency at colleges and
universities to exclude women or to appoint them infrequently to important
copnittees that have responsibility for policy recommendations in the areas
of program, curriculum, and long-range planning. Since women faculty tend
to be highly involved in teaching, it would seem to be appropriate and
useful at WSU to have them represented on coimittees such as the Curriculum
Innovations Committee, the Catalog Subcomnittee of the Educational Policies
Committee, Library Acdvisory Committee. Other committees in which women
faculty ought to have representation are the Planning Council, Radio-TV
Advisory Comnittee, Space ‘Priorities, and the University Publications Board.

The pool of women available for committee service should be drawn upon
more widely so that a larger nurber of women gain experience and have the
contacts afforded through committee service. In this way, the university
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will benefit by capitalizing on the leadership potential of women who are
ow being under-utilized. One way of working toward this goal is to have
larger representation of women on bodies such as the Committee on Committees.

Steps should be taken to insure that faculty women are equitably represented
in the decision-making process by including them in departmental and college
committees and on university committees which may not be listed in the

Cormi ttee Manual.

Personnel Policies

The following recommendations are directecd at personnel policies which are

related to matters examined in this study:

1.

2.

3.

Persons holding part-time permanent appointments (both men and women) should
be eligible for tenure and fringe benefits. More flexibility in appointments
without loss of benefits or status should be encouraged for both sexes.

Maternity leave should be specified on behalf of both women and men faculty.
Parenthood is a joint responsibility and men should be encouraged to assume
this responsibility. If women faculty are to serve as models to encourage
ambitious and capable women students to pursue university work as a career,
the female image figures must be permitted to pursue without penalty the
same avenues for self-realization as men (i.e., marriage and parenthood)
without financial or professional penalty. Without specific policy, con-
siderations such as maternity leave are left to the discretion of individual
administrators, which tends to increase the probability of inequities in
individual cases.

Tenure regulations should be worded in such a way that their interpretation
is clear. Changes in interpretations and practices should be made known
directly and early to persons involved. Because of the information lag
generated by the social contact patterns described earlier, women are

more likely than men to be penalized when the wording of regulations

lends itself to capricious interpretation.

The following recormendation is of a general nature and relates not only to

the status of faculty women, but to students and staff as well:

4.

The administration should assume a leadership role in calling to the
attention of the university community the impact of language as a social
force. Politicians have demonstrated well in recent months their ability
to employ the he/she form in written and oral communication and to re-
structure their language so that one segment of the population is not
automatically excluded. The assertion that the pronoun "he" refers to
both sexes is not convincing when the referent readily becomes "pen,'
"guys,' "fellows,” and other nouns which clearly indicate male gender.
All too frequently, the cliche "a good man," rather than "a good person,"
is used to refer to the hypothetical candidate being sought to fill a
position. Members of the student body are often referred to as 'guys"
or "fellows" when the accurate term is '"students” or 'people.” Thus,

26




there is a need to sensitize the community to the traditional uses of
language which have the effect of identifying the university as being
exclusively male and which perpetuate and reinforce the invisible gtatus
of women.

LASTLY, the Commission recommends that a counxittee be appointed to include
representation from the Commission on the Status of Women to work with the
adminietration in the developuent and implementation of a meaningful affirmative
action compliance plan for women at Washington State University.

Respectfully submitted on behalf of the
Commission on the Status of Women,

Inga K. Kelly, Chairperson
Roy A. Johnson
Patricia Edgeworth Cumnea

Barbara Johnson
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WASHINGTON STATE UNIVERSITY COMMISSION ON THE STATUS OF WOMEN

Supplement to Report on The Status of Faculty Women

t Library Faculty

This report 1s a detailed study of the status of faculty women at the
Washington State University Library. Of the four faculty classifications,

{ teaching, regearch, extension, and library, library contains the highest

proportion of women (52 percent). Since librarianship 1s also a “channeled"

profession for women, i.e., one in which women traditionally have been

encouraged to enter and which 1g considered somehow suitable for them, it

seems appropriate to examine Comparative data on men and women in this field.

Nationally, about four out of five librarians are wogen. In academic
libraries, the proportion of male librarians tends to increase; salaries
in such libraries tend to be higher and positions often carry faculty status.
Even in academe, however, two out of three librarians are women.

A national study of academic librarians in 1966-67 showed that inequality
between sexes is increasing rather than decreasing. According to the report, -~
male salaries tended to surpass those of females even when educational levels
were equal. It was also shown that as experience increased, the differential
between male angd female salaries became greater. Males were twice as likely
to be found in chief librarian positions, and the salaries of men on regular
librarian appointments tended to surpass salaries of women chief librarians.
Schiller has identified female librarians as “the disadvantaged majority."l

Data Sources and Analysis
. Data for the present study were obtained from:

-Anonymous computer runs of salaries by department, rank, and
terminal degree.

" =File information furnished by the President's Office for faculty
on appointment as of December, 1971.

.. Ischilier, Aniea R., “me Disadvantaged Majority." American Libraries,
1:345-349, April, 1970, This article was taken from Ms. Schiller's larger
work: Characteristics of Professional Personnel in College and Universit

Libraries, Illinois State Library Research Series, no. 16. Springfield,
Illinois State Library, 1969.




. éz"i r:‘g

~State of Washington, Budget, 1971-1973 Biennium, Washingto- ‘
State University Personnel Detail.

~File information furnished by the Library Administrative Office.

Data on full-time permanent library faculty were analyzed by sex
according to distribution by rank, average number of years in rank before
promotion, initial hiring rank, and salary. Average number of years at WSU
as well as prior professional library experience and other relevant prior
experience were calculated. Data do not include the three top library
administrators, all of whom are male. Librarian 4, 3, 2, and 1 are com~
parable ~o academic ranks of full, associate, assistant professor and
instructor. »

Findings
Table 1 shows the distribution of permanent full-time faculty by rank :
and sex.

Table 1 i

Distribution of Female and Male Permanent Full-Time Faculty by Rank
(Library, Including Audio-Visual)

Rank Sex | Number Percent Percent

Within Rank | Total, by Sex
4 T 75 is
Rl e i
e T % |
o H e |
Total T 54

Table 1 shows that women are clustered in the two lower ranks. Approxi-
mately 75 percent of them are found in the rauks of Librarian 1 and Librarian 2
compared with less than 50 percent of the men. Above the ranks of Librarian 2,
hovever, positions are filled predominantly by males. In each of the ranks of
Librarian 3 and Librarian 4, approximately three out of four librarians are
male. Over 50 percent of the male librarians are in the two upper ranks,
Librarian 3 and Librarian 4, while only 25 percent of females are in these :
ranks. ‘ . 3
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Table 2 shows average number of years in rank before promotion, by sex
and terminal degree.
Table 2 ~

Average Number of Years in Rank Before Promotion
(Permanent Full-Time Library Faculty)

Degree” Sex | Number ! Average Number of Years in Rank
(to nearest hulf-year)
L-1 (Instructor)
‘R 0 ————
Doctorate M 1 1
' |_F 6 ]
Master's M 3 3
' F 1 4
Bachelor's M 2 5
L-2 (Assistant Professor)
J o - enamw
Doctorate M 1 5
6
Master's ; Z 6
) 1 4
Bachelor's M 2 6.5
L-3 (Associate Professor)
) 4 0 ——
Doctorate M 1 3
F 1 H —
Master's 3 2 3
F o ananas
L
Bachelor's M 0 —

In general, it appears that women 1librarians spend slightly less time
in rank, on the average, than men. This seems to hold true at all ranks,
although the data are sparse at the upper ranks as the number of women

reaching these ranks diminishes.

A further analysis was made to determine the average number of years
at present rank for male and female librarians. Excluding the terminal rank
of Librarian 4, only one librarian has spent more than five years at present
rank. This is a woman with a master's degree who has been Librarian 2 for
nine years. It should be noted, however, that if thie pers~n were to be
promoted, the average number of years in rank for women at L-2, Master's,
would be greater (7 years rather than 6) for women than for men.
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Table 3 sunmarizes a comparison of rank at initial hiring, and average
number of years of experience, by sex.

Table 3 -

Rank at Initial Hiring and Prior Experience, by Sex

FEMALB MALE
Degree No.} Per~ | Per-| Prior pro- 3ther No.] Per- | Per-|Prior pro- | Other
cent | cent| fessional | relevant cent |cent]fessional | relevant
with-} by |library prior with-lby {library prior
in sex |experience | experience in sex |experience | experienc
rank (avg. yra.)] (yrs.) rank (avg. yrs.)| (yrs.)
L-1 (Instzuctor)

Master's {11{50 | .5 7 6 |27.2 1 1
Bachelor's| 3 13.6}8“ 0 10 Iz 9.1 (00 2.5 9.5
L-2 (Assistant Professor)

Magter's 2}28.6 {11.8 1.5 l 5171.4 }131.3 3.5 3
L-3 (Associate Professor)

Master's 1125.0] 5.8 16.5 1 31]75.0 118.8 4 8.5

Total 16

17

Table 3 shows that 75 percent of the librarians hired at L-3 rank and 71 §er-
cent hired at L-2 rank are male compared with oaly 36 percent. hired at the L-1

level.

To make another comparison, it can be seen that 82 percent of all females

vere hired at the lowest (L-1) rank while only 50 percent of all males were hired
at this rank.

in the small representation of women at the upper ranks.

Thus it appcars that rank at initial appointment is a major factor

Although the library administraiion in its hiring policy takes into con-
sideration previous library experience as well as other relevant experience
(busivess, teaching, editorships, military service, etc.),no clear pattern
emerg2s regarding the relationship between experience and initial appointment

level.,

in the detecmination of initial appointment level.

It might be useful to examine further the weighting of such factors




Table 4 displays salary comparisons by ‘rank for categories in which both

wales and females are employed.
an asterisk (*) replaces thc mean salary figure for both sexes.

When only one person appears in a category,

When only two

individuals are employed in a category, the @ symbol appears in the range

column for the two persons.

All salaries are annual.

were computed to the nearest half-year.
administrative, divigion chief positions are included.

Average years at WSU

Because their duties are not strictly

Table 4

Salary Comparison by Rank for Permanent Full-time Library Faculty

FEMALE MALE
15
Degree No.| Mean Range Avg. No.]ﬂean Range Avg. |Differential
Salary Yrs. Salary Yrs.
SU wsu
L-4 (Professor) .
Master's 1 ® 14 IfZ * Q 13.5 -3,605
L-3 (Associate Professor)
Master's 2 11,656‘ Q 8 4 [12,700}11,300-14,700] 8.5 -1,050
Bachelor's| 1 * 10 3 * 110,197-14,000} 9.5 - 499
L-2 (Aseistant Professor)
T
Master's 6 | 9,00388,240-9,600 6.5“75 9,708} 8,240-10,500} 3 - 705
L-1 (Instructor)
Master's 5 | 8,260}8,000-8,900 1.5“ 3 |8,433] 8,300-8,500 | 1.5 - 173

A substantial salary differential between males and females ‘18 found for
all comparisons and at all levels. The differential tends to increase with
rank. All differentials aye in favor of men and appear to be unrelated to

years of service.

Educational background is controlled in all comparisons.

Examination of the raw data reveals that in only one case is there a woman
in an upper rank with a higher salary than a comparable male.
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WASHIIETON SU/TRE UNXVERSYITY COMISSION GN TUE STATUS OF ﬁcunu
'Suppjemanc‘to Report on The Status.of Faculty Women

Library Paculiv Co.

This report i3 a detatled study of the ctatus of faculty women ot the
Waghington State University Library, Of the four faeculty classifications,
teaching, rcsearch, extension, and library, library contains the highest
proportion of women (52 perceat). Since librarianship L9 also a “channeled"
profession for wemen, j.e., one in vhich women traditionally have been
cncouraged to enter and vhich is considerad somehow suitable for them, it
gecns appropriate to examive cumparative dzte on men and women in this £iecld.

e

Nationally, shbout four out of five liprarians are worcen. In acadenic
libraries, the proportion of male libraricns tends to incresse; salarvies
in such libraries tend to be higher and positions often carry faculty status.
Even in academe, however, tuo out of three librarians are women's )

A vational study of acadamic librari-ms in 1966-67 showed that incequality
between sexes is increesing rather than derveasing. According to the report,
male salaries tended to surpcss those of females cven when educational levels
were cqual. It was else chown that as e -erience increased, the differential
between male and female salaries became z.cater. Males wexe twice as likely
to be found in chief Lihrarion posislent. and the salardes of cen on rapulox

o

A e

: livravian appointuencs tendad to surpass .alaries of women chief librarianz,
A Schiller has identified female librarians as “the disadvantaged majority.'}
i ,

T

i Data Sources and Analysis

i ) '

f «— .- Data for the present study were obtained from:

H

i =fnonynous counputey Tuns of geluriss by department, rank, eand

; torminal degrea.

&

4

! p

g * =Tile fnfevrmaticn fumnlched by the President's 0ffice for facully
1 S oo appointrent us o Daczoher, 1871,

g_ Citay .o ’ oo

: Co TSabAlYer, At Po YThe Diecdernpnsngd Magastee M Anaetann Tohoeo
§ Saw 0 ey pedesy coin Lt Sbbavan? widy weniih shval e Dlimdind @ taegew
i work: Cuavacteristics of Professional Persemmel in Collore and Univers: iy
i Liorarie:, Yllindis Stacz Lidzary Rescarch Savies, no. 16. Spuingfield,

Q T Y o
C Tilinois Stace Librawy, 1065,

ERI
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48 well as prior pr
. eXperience ware ealeulated,
adwinistrators

+ e m——

~State of Washington, Budget, 1971-1973 Biennium. Washington
State University

Personnel Detail,

Data on feli-tim

¢ permzanent library faculty were analyzed by sex
according to disuribution by

raxk, average number of years in rouk before
promotion, imitizl hiving xrank, and salaxny.,
clegsional libravy experience and other relevant priox
Data do not include the three top library
» all of whom are male. Librarien 4, 3, 2, and | are cop-
ademde vanks of fuli,

parable to ac asgocinte, assistant professor and
A .

ingtructor,

Findings '
‘
* Table 1 shews the distxibution of perzanent full-time faculty by rank
and sox,

€

Table 1

. Distribution of Fenale and Male Perasnent

- =File information furnished by the Library Administrative 6ffice.

Averzge number of years av WS

2

Full-Time Facuity by Runk
L : . (Library, Includirg dudio-Visual)
~ - - v
. — : -
Rank Serr { Nuxber Peleat Percent
T, . Within Rank Total, by Sex
* - hene - o
o : Lt i__F 1 75 6
. et 3 i 15
¥ ) 3 - L8
- 1.~3 T SR — e -
24 .8 7 40
S L2 ¥ 6 'S4 35
RN : f 6 g 30
i B L7 it a1
. M 3 3 15
. [9 i ~os L
Toral  peione L7 ;6
! ol 20 -~ o 54
Tabie 3 shows <hae wonest are clugteved in the two lowey ranks., Approxi-
mevely 25 paveast of then are found 4n the ranks of Librarian 1 and Libraxian
compared with iless than 50 vercent of the wen. Abave the ranks of Liprarina 2,
ROVAVEE, periilons sue 4iltad prodorinantly by males. In each of the vanks o
Litrarian 3 and Liorarian 45 approximotely threo cut of four libravians are
‘made,  Gver 50 peecen: of the wale iibrarians ave in the suwo VEBEX Edeche .
Iibravion 3 -nd Lilyasian by whdie o= 23 0oL . - s “
Xonne,
2
o e s ot # e e Awdaand A e T ':' -
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Table 2 shows average number of years in rznk before prorotion, by sax
and terminal degree,
Table 2 ' »

dverage Nuwber of Years in Rank Befone Promotion
(Permanent Full-Tiwe Libyary Paculty)

1

Degree Sex | Number | Average Number of Years in Rank

(to ncarest half-year)

L-1 (Instructox}

=3

Doctorate

lod
-

"d~

Master's

" Bachelor's

Fnd
»y

N =l [V | O

Wi itn it

L-2 (Assistant Professor) .

0 ———— g
Doctorate M 1 5 {
¥ 2 6
]
Master s M 4 5.5
' F 1 4
\j
Bachelor's M 3 e5
L~3 (Associat2 Professor)
¥ 0 —
Doctorate " 1 5
¥ 1- )
t
Master's M 5 A
¥ 0 -
Bachelor's n G —

In general, it appears that women librariasns ospend slighuly less time
in xank, on the average, than men. This scems to hold true at all raals,
although the data are sparse at the upper ranks as the numbar of women
.reaching these ranks diminishes.

A further enalysig was nade to determine the average nuaber of vears

. at present rank for male aud female librarians. Excluding the terainad cunt
: cf Libravlan 4, only one Iibrarian hos Speunil more tnul kive viilg al ue.sead
; et T e e e e e L e e vl
g , nine years. I% should be noted, however, that if this person wore te b
X promoted, the average nunber of years in rank for woman an T2, enoer b, ‘
E i?:‘ would be greater (7 yeerxs rather chan 6) for wowen than for men. ‘ : o
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Table 3 summarizes a comparison of rank at iaitial hiviag, and averape
nurher of . years of exparieuce, by nex '

Table 3 ¢
r; .
Rank at Initial Hiriag and Prior Expericnce, by Sex

FEMALR : MALE S

Degrec No.} Per- } Per=| Prior pro~ Other No.| Yoy~ {Pox-iPitlc: pro- | Clhcy
ent | cent) fessional | relevant ‘{eent |coent!fossional | relevont
with-} by {libraxy prior with-j by tlibruazy p"i“”
in sex {experience | experience in sex {eparience j oxperien.
rank {avg. yre.)l (yrs.) rank (avg. yrs.) \yx..)
. . L-1 (Instructor)
: - ’ Ly -
Master's 11150 o5 7 6 }27.2 1 1
Bachelor's| 3|13.6 [02+4] o 10 f2tea ™% 2. 3.3
L-2 (Assistant Professor)
g Master's | 2128.6 |11.8 1.5 6 5 71,4 {35i.5 3.5 )
% L~3 (sesoclate Professor)
i Masten's 1125.0§ 5.8 16.5 1 3175.0 j18.8 4 | 8.5
‘ Total 17 16 l | ’ ‘
‘ : i o ’

Table 3 shows that 75 percent of the librarians hired at L-3 wank aud 7% per-
cent. hived at L-2 rank are mule compared with only 36 percent Mired at the L-l ’
leval. "o mako another comparison, it can be ceen that 82 pavemat of all o wios
wvere hired av ithe lowest (L-1) rank while oanly 50 percent of all males wera hired
at this rank. %hus it appears that rank at initial appointment is e mejor fuszter
in the gmall representation of women at the upper raunks,

R TN

Llthouzh the librazy administration in ius hiriug policy takes into con-

e e iy o S oy A S

sideration previous libravy experience as well as other relevout experienca f
(bveinzee, beaching, cditersnips, military service, etc.), ne cleay patteus .
grerges regarding the rzelatfonohip between wxperience and initial appoinineoc :
. Clevel. It might be useiful to examine further rhe woeighting of such factors ;

in the Coeterzinaticn of Lultdal wopointweus jovel.
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Table 4
Salary Compavison by Rank for Permanent Full-time Libravy Faculty
FRHALE MALE
legree No.| hean Range Avg.liNo. [FHean Ranige Avp. IDAfFevearisl
Salary Yrs. Salary Yrs.
WSu nsu
L~4 (Professor)
Master's 1 * 14 2 * e 13.5 «3,605
1-3 (Associate Professor)
Master's 2 111,650 @ 8 4 {12,700{11,300-14,7001 8.5 -5, 00y
Bachelox's | 1 * 10 || 3 * 110,197-14,000| 9.5) - 499
1-2 (Assistant Professor)
Master's 6 | 9,003}8,240-9,6001 €.5¢4 5 19,708 8,240-10,500¢ 3 l_ - Tus
L-]. (Instructor)
Haster's 5 { 8,260!8,000-8,900{ 1L.5{| 3 {6,433 8,300~8,500 | 1. - 173
A subgtantial salaxy differential between males and females is foiwr d for
all comparisons and st ali levels. The differential ten's to increasa wiih
vank, ALl differentials avo in fevor of men and appear to be uvnrelated ©o
years of service. Educational backpground is controlled in all coupacisons.
cugmination of fhe raw dava vevesis thalr dn orldy one cz.2 L6 thore a vor 2

in an upper ronk withh a higher salaxy than a comparablie male.

-
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Conclusions

On the basis of the analyses and cbservations dealt with for this weporr,
the following conclusions can be drawns

l. Female lidrary faculty ave underrepresented at the upper vanks.

2. Vomen are much more likely than men to be initially hired at the lowest
g rank,

3. When education is controlled and experience comparable, the differcatial
in average salaries is in favor of men at all rauks.

4, _There are no women in the top administrative positions in the library.
Recommendations

1. Every effort should be made to recruit ond hlre women at ranks above
Librarian 1, the lowest rank and the one vheire wonmen axe cuncentyated,
Perhaps the fact that a woman recently was bired at L-2 (Assistant
Professor rank) is an indication of an awareness on the part of the
adninistration of the need to work toward this goal, v

‘ 2, ‘Saldry differentials should be reviewed znd adjusted where ineguities
exist. Agaln, it is notevorthy that soia concern has been shown by the
library administration regarding salary inequities among library faculty,
although the extent to which these diffcrentials are related to sex

@2y not have been percelved.

3. As top adninistrative positions at the SU libraxy become vacant, qualificd
female candidates should be identified. In a field in which two out of
three professionals are female, 4t would be reasonable to have this
propoxtion reflected in the top Jibrary administrative positions at WSU,

Respectfully submittéd by the Library
Sub-Committee of the YSU Coumicsion on
the Status of Women,

Nancy Porter, Chairperson
Aucdrev Dibble

Syvlvia Fink

Betty Roberts

Torom ¥ V.n'! For Crveds mdme 0 i ew '




Conclusions

On the basis of the analyses and observations dealt with for this report,'A
the following conclusions can be drawn:

1. Fenmale library faculty are underrepresented at the upper ranks.

2. Women are much more likely than men to be initially hired at the lowest
: rank.
.+ -3« When educatlon is controlled and experience comparable, the differential '
” in average salaries is in favor of men at all ranks.

" 4., Th.re are no wopen in the top administrative positions in the library.

1y . -

.ft Recommendations

1, 'Every effort should be made to recruit and hire women at ranks above
Librarian 1, the lowest rank and the one where women are concentrated.
.* Perhaps the fact that a woman recently was hired at L-2 (Assistant . \
Professor rank) is an indication of an awareness on the part of the
adninistration of the need to work toward this goal.

2. “Saldry differentials should be reviewed and adjusted where inequities s
~ exist, Again, it is noteworthy that some concern has been shown by the
;. library administration regarding salary inequities among library faculty,
« " although the extent to which these differentials aré related to sex
“ may not have been perceived.

3. As top administrative positions at the WSU library become vacant, qualified
female candidates should bz identified. In a field in which two out of
.~ three professionals are female, it would be reasonable to have this
.. proportion reflected in the top library administrative positions at WSsv.

= ”

Respectfully submitted by the Library
Sub-Committee of the WSU Commission on
the Status of Women,

Nancy Porter, Chairperson
o ‘ Audrey Dibble
o Sylvia Fink
. Betty Roberts

‘f“;A a ] ) i :\'~Inga K. Kelly, Cormission Chairperson
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