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ACADTMIC WOMEN IN PROTSSTD

Athena Theodore
Assoclate Professor of Sociology
Slamons College

I, INTRODUCTION

Recent protest for sex equality by academic women has no precedent in the his-

tory of social movements in the United States, But following the thrust for admis-

sion by blacks on the natlon's white campuses, the first attempts to effectuate re-

form by women in higher educatlon occurred during the late sixtles, These efforts
had their origin through demonstrations by the women's caucuses of some of the male- -
dominated professional assciiations, The result was some encouraging gains, 1in par-
ticular the expanding participation of women in these oreanlsations,

However, the gains have not teen matched 1n the places where academic women
Qork - on the campuses of the nation's colleges and universities, The well-document-
ed inequitles on the status and working conditions of academic women persist on a
wide scale., The campus-based ilnequitles also carry over into other academically
related work organizations such as government granting agencles anrd private founda-
tions sponsoring research,

The disappointing disparity in the movement for sex equality raises timely and
pertinent questions, How are academic women respurding to sexism and sex discrimina-
tlon in their colleges and universities, and how effective are they in the resclution
of their grievances when they ask for equal treatnent?

Of course, the general problem demands an examlnation of developments far great-
er in scope and depth and more systematic than presently avallable time and resources
permit. Hence thils paper is no more than an exploratory inquiry into some important
aspects of the problem, To some extent the analysis is based en publishod and

unpublished information on sex discrimination in academia, However, the principal

LS
RJ!:Fhis 1s an expanded version of a paper presented at the annual meeting of the
o seciety for the Siudy of Social Problems, New York City, August 25, 1973,
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source 1s a sample of €5 cases of academic women obtained from a pilot survey.2

II, PATTERNS OF RGSPONST TO SWX DISCRIMINATION

domen encounter discriminatory experiences as individuals and in groups which
range from subtle sxist practices to outright job exploitation, They experience in~
equities in the reward system such as denial of summer employment, sabbatical leaves,
research funds, and co-authbr%hip credit; and they are relegated to second-class
citizenship by being given poor teaching schedules and other working conditions, as
well as heinz excluded frém teaching in graduate programs., But their main concern
pertains to overt job discrimination in ge*ting and keeping a job, 1n not being pro-
moted and glven tenure, and in being underpald in comparison with their male
colleagues in similar speclalties,

Yhat makes these academic women decide to challenge the system? Certainly the
support ing atmosphere of the womeh‘s mo?ement provides a strong incentive. But spe~
cific incidents and conditions may spark the action, only a few of which can be
cited here. Often a single event may force the woman to protest: a blatantly ex-

ploitative salary offer, a rejection of a recommended promotion or tenure, the stark

2The sanple was ob%tained from responses to an unstructured qQuestionnaire which was
mailed to a select group of academic women who were known to b2 active in the move-
ment, In addition to several basic variabdles, respondents wexr: asked to give a
brief description of the situation, identifying the sexism or discrimination rela-
tive to thelr cases, describing their counter stratagems, successes and failures,
and indicating the resulting lmpact on themselves, others, and changes 1n the insti-
tution., Although this 1s a relatively small sample of convenience, it represents a
fairly good cross section of academlic women with respect to geographic location and
siece of instlitution, discipline, professorial rank, marital status, and age. Since
no statistical estimation or quantification is intended, the sample may serve our
probing objective,

Glven ample time and resources, a systematic study of the subject would require
a more sophisticated sample design than the present pilot study. For example, it
would e necessary to identify first the relevant statistical population and then
select a stratified random sample from the frame, Also, it would be desirable to
survey some administrators and examine, among other matters, ways and procedures
which might resolve grievances more expeditiously and constructively than would
otherwise be the case. Finally, an examination of the role of the government agen-
cles, the women's groups and organizations, and other non-campus-based individuals
and groups involved in these cases would offer the most comprehensive view of the
Gvosent protlem,
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salary figures of a recent report on sex discrimination, a new policy stating ineli-
glbllity as a part-time employee for a foundation grant, the appearance of new rules
without precedent or cause, a deciston to eliminate a position, a sudden and unex-
pected firineg, In other situations the woman may decide to firht back because she
Las rothing to lose, TFiddlly, it may be that the weariness of years of dedbasing
treatrent. and Inaction after many bona fide attempts to secure equality through hard
work and demonstra%;dudéﬁpetence has at last- reached home,
The responses of academic women to this state of affairs range from subtle
nareuvers to open defiance and confrontétion. Sometimes the incident 1s accompanled
‘ bu demenstrations and wide publicity, involving the entire campus:
‘“everal years azo I was 'fired,' that is, given a terminal contract when I

aPylivd for promotion to the rank of associate professor. No reasons were

iivzg. This happened shortly after the appearance of m%Lbook. sgﬂ SakQQHSn
o a feminist and to diral viaws =4 C 4 [ 9 -
strati s, Lﬂigwiaﬁd yv%igggﬁg,rglcﬁgted and paintedc%ugidings. Some Jjunlor

faculty orzanized a teach-in at which 'fired' professors from other universi-
tiles, together with myself and some students, spoke. The affair was given

wide publicity in the media. After many weeks of such a struggle, the uni-
versity was compelled to create committees to deal with the problem, The uni-
versity academic senate elected a faculty hearing committee which spent approx-
imately two weeks interviewing members of the university community."

But more frequently than not, academic women are involved in protracted and
repeated appeals to compllance agencies and government officials:
"I have asked the 770G state officer to use his influence, He has written two
letters to the state commission with no results, I have written to the
Governor to apprise him of non-action; he referred his letter to the &0
state officer, I have asked my local representative and senator to use
their influence; they have written the Commission and called."
The process of seeking redress to their grievances is invariably accompanied by
a nearly endless exchange of both verbal and written communication, Telephone calls,
letters, memoranda, committee reports, tape recordings, and num_erous other types of
documentation pass back and torth between the woman and her departmental colleagues
and chalrperson, administrators at all levels, standing or ad hoc committees, hearins
boards, the local and national American Association of 'niversity Professors, gevern-
ment compliance cfficials, lawyers, public officials, and women's groups, students,
and other individuals both inside and outside the campus, As is evident from the

Q
[:R\!:ve examples, the process covers weeks, months, and even years of time,
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In reneral, we may distinvuish four respense patterns by academlc women to cor-
rect innquities, (1) sensitizing or consclousness—-raisin~ on sexism and sex discrim-
inatlon: (2) seckins redress to srievarces en employment discrimination through 1n-
stitutieral prncédurGSf (4) seekin< redress to crievances on ernleyment dlscrimina-
tion throu~h apneals to savernment azencies, courts, and cther cutside srcups and
orzanizations; and () workinz off campus in the women's nmovenent,

A woran nay e invnlved in one, several, or all four resveonse ratterns at any
ore time; 1in many cases all the vatterns mav represent different staces on a tine
enntinuam, indicatin~ increasingly deever involverment in a grilevance process in her
own tehalf, in tenal?® of others, or in both, Moreover, for individual cases there
mav te ne discerni®ly sharp lines ¢% demarcation tetween the respenses, Hewever,
ragardless of the lack of re“irement in the avove feur general ratterns of response,
they nevertheless constliute a useful corceptual arvan—ement which nermits an effec-
tive prercentation o7 the eomnosite victure »f rrotest by academic women,

Tfurther exvlanatinn of the abpﬁe, using exanoles taken fior the cases of the
£5 resuerdents, will te Tollawed by an analysls of the accemvlishments ard failures

nf the protestinz wnien based on the firdines of this study,

4, Sensitizineg Academia

Academic women utillze their vanta~e tolnt on the canvus in order to sensitize
academia ahout cexism and sex discriminaticn, Aecause cultural manlfestations of
sexist attitudes and practices are sn pervasive, 1t reccrmes necessary te pelnt this
out to colleavies, wotil rale and fewnale, and to attempt te raise the consclousness
level of the entire academic acamunity until chanve takes place:

“oer five years T was rereatedlv asked tn serve cc’fee at faculiy-stucdent

furctlinng and to te secretary of comrittees, T repeatedly refused, Vost
of the committees I've sarvad on lately don't have cecretaries,”

Sexi

6]

4 rreaszncrmants uttered daring leciure: also rccelve suxvestlons for

action, Zeth facalty 2rd students rav e the tavc-eis:

O
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"I ficht sexism wherever I see it, For example, when I noticed in the zerox
room a statement to medical students usinz ‘he' or ‘she' for patients but *he!
for doctors, I sent the doctor a note and he changed it, More controversially,
when it was reported to me that a physiologist atarted his lecture on the
liver to the students with 'This is roing to be very difficult: 1t will be
like rape, so relax and enjoy it,' I bought him an anti-rape poster from the
graphics collective of the Chicago Women's Liberation Union, and wrote him a
letter, susggesting that rape was not funny and in the future he should make
Jokes only at the expense of groups to which he belongs - white middle-class
men. I had some other faculty and students sign it., He freaked, Now when
someone makes a sexist remark, the olass warns, 'You'll get a letter!'"

In such counter stratagems the women are not actinz in their academic roles but
as memters of the female sex. They may remind, admonish, sccld, er in some way
bring to the attentlon of others the need to change sexist attitudes and practices.
They accomplish their objectives through both sudbtle and direct expressions of dis-
approval in departmental and committee meetings and, more effectively, during inform-
al encounters, at campus social gatherings,land through their classrcom teaching,
especially in courses concerning women,

Not all women express their protests as vociferously as the examples above may
suggest. Sensitizing one's self is a prelude to sensitizine others:

"My position hexe is that of being the only woman in the department. People

are quite obviously not used to having a woman around except in secretarial

status., Now I feel a commitment to be avallable to the women students, both

at the undergraduate and graduate levels, Already in my tew short months

here I can feel this nced and have besgun to te of some help, However, I have

also noticed a great many women who are 'unliberated' and would actually like
nothing else,"”

This respondent hés yet to create great waves on her campus but she is beginning to
see herself as a subject of sex discrimination with a task ahead of her, unlike the
following respondent who has 'made' it in academia and whose consclousness has
reached a certain level and stopped there:

"I have tenure, have received accelerated promotion, have had every considera-
tion in my department. As I see it, many women in academia do not press for
administrative posts and more responsibility (and better paid positions) because
they are already handlinz two full-time jobs - teaching and family. That is my
situation. I know that more women should be department chairmen, deans, vice-
presidents, etc., but I don't want more responsibility so I am hesitant to
bandstand for representation in these areas."

At the same time, the above remarks also point to a problem that hay heset academic
women as well as other women - how to allocate time between work and home; however,

[:R\f: is interesting that no other respondent even suggested that this was a problen,

wll Toxt Provided by ERIC
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The coasclousness-raising function in the activitles of campus women's groups
ls also manifested 4in {the support provided to individual wemen. A newly appeinted
instructor illustrates how a wemen's group has made her the beneficlary of a feeling
called “sistgrhood“:

"I have contacted and been contacted by the wemen's faculty group on campus
ard expect to develop this relationship, I find their existence in many
ways a great comfort when I am feeling down."

Another academic woman active in an outside women's orsanization speaks of the im-
uertance of expanding even further both the concepts of consclousness-raising and
sisterhood as one interrelated objective for her campus:

“In spite of these problems, however, pmgress is being made - mainly in
the minds of women faculty memhers, They are becoming more aggressive in
their discontent, at least tn the point of discussing their problems
with each other and in scme cases organlzing into effective organs for
change, They are btecoming aware that they have legal recourses and are
daring to use them, We aren't goling to see more dramatic chanees on
campuses until this consclousness~raising continues and increases and
women btecome more vociferous and more adept at using what pressure is
available to them. T think the counter to sex discrimina*ion is just
beginning and a ~ieat deal lies ahead, But it 1s beginning, and there
is no turning back."

The act of sensitizing others in the academic community goes beyond changing
lefinitions of sex roles., Consciousness-ralsing is also focused on the academic
role, especially with respect to the status of women ¢n the person's nwn campus.
requently, the woman's statement of her personal erievances may te diffused with
remarks about her male colleasues:

" ‘ounger male colleagues are more open and willine to dlscuss the problenm
of sex diserimination than thelr older colleasues, but this is effectively
cancelled out by the fact that there is very much more job insecurity and
cormpetition in the younger age bracket. Older men, includine those with
tenure, just don't want to listen, They probably feel residuval guilt at
having exploited their cwn wives and fear a threat to their own comfort
and convenience from a domestic revolt, ‘hen I raise the matter, they
invariably point to the fact that the employment situation in physics is
extremely bad now for men as well as women, which is especially infuri-
ating coning from the lips of tnose who denied me éntry into the physics
profession five years age when the job market was many times more
favorable:”

The appeafance of reports and other informatien documenting sex discrimination
>ften constitutes the most important part in this consclousness-ralsing response
mrattern because 1t has an impact on the oreatest number of wemen, F¢. it is at this

ERIC
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polint that academic women first besin to assess their own positlons seriously and
plan their moves relative to anticipated moves from their administrations and pos-

sibly others;

"I had done two thinss when the situation seemed impossible: (1) I bheran to
record irncidents with specifics rezurding names, dates, places, episodes,
(2) I saw an excellent feminist lawyer so I would be able tc put the situ-
ation in a lesal verspective and negotiate on strenath and knowledge
rather than fear. INeanwhile, I was teacling myself about law: what is
really evidence as opnosel to hearsay, how does one logically and force-
fully write a 'case,' what non-rational aspects of the situation are
operative, and how do I most effectively respond? I finally got a 'plan
of acticn,' I would 'appeal.' &y ‘riends told me thils almost never was
done; noone ever wins out., “ut cn »rinziple, even thouzh I could not
win, certain issues needed *o b2 dilscussed in full with the president.”

In addition, the legitimacy of writt&ﬂvreoorté,‘évén those conducted undery auspices
other than those of the administration, are also directed towards reachirg the wid-
est possible audience in the campus ind lecal newspapers. ‘'ere 1s an excerpt from
the report of a campus-based women's group:

"During the initial year the Committee of 'Women on Campus has bteen involved
in these actions: carryinz out meetinzs and forums to discuss issues of
women's 2qual treatment and equal opportunities on the University campus;
suzsesting lists of qualified women candidates for openinss in professional
positions on the staff and faculty; preparineg and submittlng to the chan-
cellor an affirmative action plan; presenting a prospectus to the Chan-
cellor's Office for a university-wide procram to bring men and women into
'rare' fields - professicns not traditionally followed by women, such as
engineering, physics, business administration, and for men fields such as
early childhood education, lansuasze, “nrlish, and social work,"

It is important to emphasize that any sains in sensitlzing male colleasues and
administrators should ke carefully wei~hted acainst the possibility of creatins a
hostile environment from backlash, It 1s one thing to utter sexist jokes to stu-
dents, as did the male professor in an earlier example: there was no immediate
threat to his position or to his status in that case. 3ut it is quite another
thing when competence is the issue, as in the following situation of an outstanding
teacher:

"In this envircnment it is almost as thoueh anything eood I mirht do is
defined as tad. “hen I won the highly coveted graduate teachines award,
not one of the full nrofessors consratulated me, 1In fact, the scuttlebut
started the next day that teachins awards went to persons who fed students
teer and sparhctti. (I've never even fed them coke! )"
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As yet no “ornnl and specific grievances have teen advanced requestin: nrompt
and positive action, ieverthesless, we may have ~leaned from the statements of some
of our resnondents that a sienificant aspect of the first response pattern is the
belief, 1in sopite of doubts and discouracine statements, that sex inequities will be

corrected, even btelatadly, within the campus boundaries with administrative

initiative. 3ut, as we know, wishful thinking never chanwed the status quo0,

The accounts of our respondents show that unless someons rises to protest such

irequities onernly, not mach will happen for academic women keyond the recosnition

that a problen exists,

. Uslng the "Regular Channels"

N

Sensitizins and consclousness~raising are primarily directed towards correcting
sexist practiceswin.the academic community, sometimes even residlting in an adminis-
trative response(to be%in the process of eliminating sex discrimination among faculty
women, .ors frequently, administrative failure to respond favorably may move some
women to take matters into their own hands, This is particularly so when sex dis-
criminatory nolicies and vnractices relate specifically to their own employment terns
and conditions of worls, This action constitutes a first step in the rrievance pro-
cess, following a patient (and often long) wait while reneral appeals and recommenda-
tions continue to bring no improvement,’

Some of the remaris already quoted point out the marnitulde of the task ahead,
if not a sense or hoovelessness, even hefore any specific grievances are prescnted;
on the other hand, even extensive unsuccessful efforts concerning specific ~rievan-

ces do not mark the linit of one's endurance:

"iix months earlier T had politely talked to the trustees about these issues
but lack of action and commitment in the ensuin =ix months indicated thes
ideas were not taken seriously by the administration; i.e., they were
passively allowing discrimination by not makines wholehearted efforts to
remedy inequalities,”

5

It should Te emphasized even kefore we exanin. the second responce pattern that

the
/ﬁifficulties womean cncounter in acadenmia tremin even while they are still in graduate

3

O

ERIC

Aruitoxt provided by Eic:



Page 9.
school, where their bargalining power is weak, to say the leasti

"When I was at grad school a new professor attempted to 'seduce' me toth
intellectvally and sexually, asking that I drive him home after evening
classes, plying me with French wine, etc., I rejected his advances and dis-
cussed my case with other grad students and a former woman professor who
had been my first advisor and helped me in obtaining my grad assistaniship.
At my oral exams he proceeded to try to discredit both my thesis and my
former advisor. Finally, without my breakdown or any support from the
other committee membters, he relented, stating that the drilling was just
part of the 'rites of passage.'"

Another student has a more dramatic variation on the same theme:
"In oxder to pass my prelims, I prostituted my body. In order to have ny
dissertatlion eccepted, I am prostituting my mind. The tody prostitution

was successfully executed; the mind prostitution is still in process,"
Intellectual competence seems to be especially under fire in graduate school dis-
guised Iin unexpected ways:

"I Telleve the oral examlnation for my dissertation was an extreme case of anti-

female prejudice. Certainly it was the occasion of the most personally wounding
attack I ever experienced, Briefly, the mecting started off with a bitter
criticism of my prose style and germanic length sentences, Not ever having
learned ny place, I responded with a vigorous defense. It was all down hill
after that, Cne of my committee members actually referrcd to me as 'Ilsa

Koch.' The research was eventually published, and the discovery that I had

made seiendipitiously was later independently replicated by another investi-

gator.”

The second stage or response pattern usually tegins with a special request for
Inproving the terxms of employment. It 1s usually addressed to the department head
or immedlate superio.r, Beyond this point the specific grievance takes an erratic
course which varles from one campus to the next. Irrespective of direction, the -
éppeal process 1s usually long and arduous, as well as frequently painful and disap-
pointing., It may involve repeating over and over the well-documented informatlion to
intermediary commlttees and administrators up to the college presldent or 'niversity

chancellor. Not infrequently, it 1s during this stage that the grlevance process

tecomes an adversary relatlonship, a state of events on which we will focus later.

1. Getting Cne Foot in the Door.

Many wémen report that they occupy marginal positions of temporary or part-time
enployment., Usually, these positions are not on the "tenure track." Furthernmore,

[:R\}: many cases the terms of employment are quite unfavoradble and exploitative com-

pared with similar positions held by meni ¢ —
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"The followin- tuc academlc years were spent workine essertlally full-tire
tut unsalariad here cn other department memters' research projects, usine
thelr recearch and computer funds, At the same time, two white male re-
search workers uwere working in the same area at salaries of approximately
210,000 per annum each and oroduced {ar less research than I d4id.,"

An apvointment nas also bte marginal by teling in a devartment or program which
is outside the wcman's discinline or in an area peripheral to her own sreclalty,
as the followinz renarks revealt

"I was called in ty the actine head of the Psycholory Denartment to see
1f I would heln teach the intreductory course, 'le was very straightforward
in pointin=< nut that it was not a position that carried consideration for
faculty tenure, btut of ccurse I hoped that voint would be reconsidered,
After scme discussian I was accorded the title of Visitine Assistant Pro-
fessor., T1he university was in a bind that year for a statistics teacher,
S0 they also, at my insistence, rave me that title."

Yecpitism rules also are clited as cne administrative policy varrineg the
emnloyment of otherwise qualified academic women, althoush such practices are dis-
criminatory and 1llegal, Despite the double standard implied in nerotism, the
department may have little choice but to follow the university's policy:

"I had particular difficulty in obtaining employment due to the previous
existence of a nepotism rule at our institution. (v husbard is alsc an
economist,) Durinc the time I sought employment there, male economists were
hired with lower qualificatiors, and I was noct. In the end, the nepctism
rule was overturned, but I had to work part-time until that happered."

Jut nenotism rules may also be convenlently abandcred by a department:

"Tre university refused to hire me except on a nart-time tasis because my
husband was 1in the same department, theorstically tecause of a 'law!
aralnst nepnilsm, 1y husband, who was terured ard an cstadlished schclar,
resisned ard left, I was then hired full-time by the department. Ny
hustand was then re-hired, and we both now have tenure, Of course, the
danger here 1s thal the hustard might te dealt cut: we commuted for twe
vears (500 miles by alr) tefore everythins was stralshtened out. JIn our
case the stratacen worked,"

Perhays the sreatest dezrse of expleritaticn “or academic women nccurs when they
accept part-time ansointrerts, 3Juch arn appointment, urnlike that of most male aca-

demicians, usually ccnstitutes ihe woman's only empleyment. Althourh practices
e

percelived as exricitative vary, dis~rimlnation typically reaches the peint of belng
olatantly overn in rart-time employment, as in the followin~ case;

"y lectureshin is temporary part-time werk, accerding ic the university,
but I really havs a Tull-time lcad ir the fall term and a 2/3 load 1in the
sprine. My ccatract is for cne term at a tire and my pay is 51,500 per ccurse,
[:RJ}:‘ This sprirng T was selected for a zrant ¢f 2,000 frem the Natlonal ndowment

Aruitoxt provided by Eic:
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for the Humanities, btut T could not not receive the erant because my appoint-
ment was nnot a 'iesular' appointment, Had my position teen one in which I
mizht - nake ‘future contributicons' by teaching, I would have been eligible
to recelve the award, I am fully qualified to hold an Assistant Professorship
as I have a Ph,D, and two publications. I complained to the Enelish Depart-
ment that the terms of my appointment were unfairly excluding me from recelving
srants or stipends from NiH, The department passed a regulation that they
Wwould 'study' the clrcumstances of the lecturer and attempt to insure 'pro-
fessional status' for the lecturer's’ position as an appointment of 'indefinite
duration,' meaningz that I would ve assured of employment as long as the enroll-
ment of students in freshman “nzlish (the only classes I am allowed to teach)
remalned constant. I am not particularly optimistic that women who hold such
lectureships will te sranted real professional recognition soon, That posi-
tion has traditionally been reserved for sraduate students, but in practice is
mainly limited to faculty wives with masters’ derrees whose pay per course is
even less than that given me,”

“xploitation may even constitute one's entire career pattern, as the same woman foes

on to say:

"Prior to receiving my present-lectureship I was a part-time instructor in
the Tnglish Department of . This position, like the lectureship, was
sometimes in practice a full-time load (at 1/& the pay of an assistant
professor) and was likely to continue from one ierm to another., ¥y pay
was 1,000 per course, the same pay as a graduate student received., (I had
a Ph.D, at the time,)"

Appeals cr. specific grievancés do not always end at the departmental level,
even by women who occupy marginal part-time positions not on a career path., When a
"majority" of the departmental faculty are against a woman's admission to the "club,"
she may appeal her case, Unfortunately, even successful appeals cutside the depart-
ment to administrators a£ hirher levéls and various faculty committees may not ke

able to overturn a departmental decision:

"In the fall of 1970 I taught a cgraduate course in my field of speclalty;
student evaluations placed me highest in the department, Two years later I

was contacted to teach the course amain, Instead of proceeding with hiring

me, the course was abruptly cancelled by the department after a two-hour
meeting. “eportedly, they were concerned with the possibility of ny eetting

'a foot in the door,' After this crass example of unprofessional tehavior,

I appealed to the-Zean of Arts and 3ciences and the university Affirmative
Action Committee, which pressured the denartment to reinstate the course,

This accomplished, and still mad, I applied for a resular position in the
department. A Job opening with specifications fittinz me exactly had been
approved in 1970 tut had never been filled. To make a long story short, months
of wranglin~t ensued, with a minority of the department -favoring my being hired
and the Dean c¢f A°3 coming in on my behalf, The upshot was that the depart-
rent was successful in claining that they had no position avallable and aid
not need to hire, Argulng in my behalf was ¥Women's Caucus, Yomen's Studles
Joard, the Union, the Dean, and the local newspaper. They could not budge

the department., After all this, I filled an ©%CC complaint last February,
hired a feminist attorney, and am sulng for the job, back pay, etc." :
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Cepartrental resistance to full-time employment does not stop at eliminating
the position, despite the qualificatinns ~f the ferale candidate and her proven cem-
retence, Ways are found t~ create demeaning circumstances which are felt to te
practiced because of one's sex, A case in peint is that of a weman whe went through
a re-hiring review in order to legitimize her de facte full-time faculty status in a
department where she had taught for several years as a part-time lecturer:

"With a change in department chairman, I decided this spring to request full-

- time status - it means only one more course to teach since I am already en-
gaged in virtually full-time professional activities and which will result,
of ccurse, In a doubling of salary. The Chairman and the S©xecutive Council,
however, ‘hose to regard this request as an application for a position ard I
was infermed that I should submit my vita fer departmental evaluation., I
refused to5 allow this to happen tecause, I said, I have taught in this depart-
ment for seven years; during the first four I was teaching on a semester-to-
semester tasis, After I refused - and with considerable supportive input to
re on the part of a number of other (principally senior) faculty members, -
it was decided that the declsion would be made by the Zxecutive Council.
The Council voted my change from part to full-time status unanimcusly, How-
ever, it did sc with considerably more discussion than I feel the issue deserved.
My vit3 was clirculated in the Council., I feel that I was submitted to still
anothexr 'hiring' review and I resent it terribly. In the course of all this,
I was reminded several times by my chairman that I was placing nyself in
Jeopardy of being denied tenure and lesing my Jjob while, in my previous part-
time circumstance, this would not happen, I told him I was willing to take
the risk - and T am '~ but I feel thils constitutes some harassment nonetheless,"

In addition, the female candidate for full-time status must contend with pract-
tices 1nvolving double standards in admission and qualifications, the "buddy system,”
and with manipulated facts to conceal discrimination, as is printed cut in the fol-
lowing excerpt from a women's groupwriting to a university chanceller in tehalf of
a female candidate who was turred down fer a positien:

"It appears, turtherncre, that women are asked tn join what are, in fact,
rigged competiticns, since the Department considers itself fermally or in-
fermally tourd to scme, but not all, of the cardidates, In this case, a
woman was cuppbosed to compete cn 'equal' terms with twoe mile candidates who
had already Yeecr favorably reviewed in the past by the faculty, @or a woman
to Yo chesern in these conditiens, she should have had such extracrdinary
Gualificaticrs, that hiring her at a jJuninr rank would have tcen offensive,

"It apprars from the Tepartrent's cermitments that lectureships are rnot ef-
fered to wnitm males withcut at least informal premises ahout the fature,
while ethrisc mincrities ard females can be offered tcken appointments to
dead-ernd positiong,  We cconsider that this deoudle standard clearly perpetu-
ates dissriminatery pattorns, while attempting to conceal discrininatien in
the overall stutistics,”

Part of the difficulty in finding suitable empleyment is attributable teo the
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hichly spacialized training which academicians recelve, The speciallzation problem
may be compounded for academic women when they seek employment., Herc is the strata-
gem used by one wonan in order to overcome the sex-related inequities which women
usually encounter in competing with men in the academlic marketplace:

“There were no jobs in my original fleld, I was, I belleve, the first woman

to get a Ph,D. from my school in the study of relirion, Given that I had
all)A's and splendid yecommendations, I could have followed a carcer in this
subject had I wished to remain unmarried and teach gt some place like Alta-
vista, West Virginia for the rest of my life, I chose instead to use my’under—
‘graduate major, which was also my eraduate school minor, in Soclal Relations
and to advertise mysclf as a sociologist at a time when the market for sociolo-
gists was quite open, In other words, my strategy was te change fields, first
from relirion to sociclosy, and then to anthropology when a department chalrman
durins an interview told me that Iwman anthropologist and that I was golng to
start an anthropolosy major. I kept my mouth shut - I wasn't an anthrgpologist
at the time, wut I wanted the job. This kind of thing isn't really lying, but
an 'imacinative' reworking cf one's backaround for the combat that zoes on in
Job hunting, I have acquired a real estate license to fall back on.when the
whole teacﬂinq bit hecomes too much ~ at least this rives me a feeling of 1inde-
pendence when I look at prospective jobs and makes me hold out for a higher
salary or position, I may wind up as a small businesswoman yet; at least I
must think of alternatives to the tenured professoriate,”

Of course, men as well as women find it difficult nowadays to obtain suitabdle
employment in thelr fields because of a tiznt employment market. This is particularly
truc in many of the hiechly specialized hard scicnce fields where women are minimally

represented and which puts them at a stron~ disadvantase in the communication networks

of the "buddy systenm," fter discounting market conditions, however, cne cannot deny

the possibility that the employment histories of cur respondents, such as those cited

atcve, are not free of sex discriminatory practices,
3y contrast, exceptionally qualified women find it difficult t> obtain employ-

w»nt even when they have all the credentials, academic honors, experience, and publi-

ratiowsy

"I have teen unable to get a job for this acadenic year. I have written 60-100

- letters and the only job I was offered was a one-yzar rceplacement for a man on
a fellowship with no prospects of reappointment. It is possible that my being
a feminist has sometning to do with this situation. 7T cannot et a grant to
revise my feminist dissertation into a book. In my position with ¥0J T have
heard so many horror stories about women with superb ifts and credentials,
In the case ny local chapter filed asainst a lecal university, I learned so many
disillusloning things atout the academic establishment that finally I beran to
feel that especially in this very tisht Job market it was not nccessarily my
record which couldn't compete, but my feminism which was threatenine,™
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It is evident that acadenic women active in the movement are especially vulnerable
to a permanent state of unemployment even tefore they have lifted one finger in
protest:

2, Both Feet In?

i'lo less serious are the problems and tribﬁlations of academic women occunying
full-time "reoular" positions. This would include women who have tenure and enjoy
the security which tenure bwriness,

In the first place, outrightly exploitative treatment because of one's sex is
oftén percelved by our réspondents as they compare themselves with male colleagues:

“In our meeting the president said openly that if he could hire a woman for
i¢,000, he would, when he misht have to pay a similarly qualified man 12,000."

Tnis is precisely tecause these males constitute important reference groups in a
professicnal context:

"I was expected to share my office with the two female eraduate students since
1t was thought that they would be more comfortable there than in the graduate
student room which, by custom, was all male. I protested this vigorously and
successfully, althoush in the long run it proved to bte a mistake as my asser-
tiveness was used arailnst me."

Respondents are particularly sensitive to the injustice of teing placed in demeaaing

and degrading situations which accentuate their second-class citizenship:
"Jexist attitudes have beocome even more blatant. The culmination of the

daily desradin~ treatment of women, which is far more damaging than salary

inequities and professional advancement, came when the women were purposcly

and rudely icnored at a meeting of the state trustees board to which they had

ceen oreviously iavited,” '

Perhaps no statement summarizes more effectively the extent to which academic women
who occupy regular nositions can be exploited and mistreated than the following:

"Jor two years I tried to peacefully negotiate within the department, but
power inequities made my barrainine position weak. The department policy
involved discrimination in not allowing me equal participation in department
discussions and decision making, unequal course assicnments, unequal choice
of content courses, inequitable course loads, discrimlnatory interference in
my courses, and devartmental toleratlon of harassment., The final discrimina-
tory act was the department's recommendation to the nresident that I be
replaced,"

%ut when exploitation reaches intoleradle levels and a woman anpeals for correction
of inequlties, her appeals f-..1 into bureaucratic quicksand as the followine respond-
ent narrates:
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"I tried the channel approach first. The result was that the Affirmative
Action Officer denied my four meetings with her., She is the Assistant

Dean and the token woman. Also, the Dean fired me over the phone, There was
much intimidation, Then I went to the Internal Academic Freedom and Tenure
Committee. The result was that they found sex discrimination but I really
had to push them to the wall, Two members of the committee, both token
women, voted azalnst sex discrimination (or were not understanding of women,
I believe) btecause they thought my voice was too sweet - 'not harsh enough,'
I tried to get an academic hearing for seven months."

Often it is possible for exploitation to take place because the college or
uaiversity lacks appropriate procedures for hearing grievances, as the preceding
example illustrates, 3ut, in addition, even when an acudemic woman succeeds in
having such procedures established in orxder to resolve her grievance, it is-possible
for administrators to undermine important principles of "due process" to whioh all
faculty memters in hisgher education are supposedly entitled:

"I appealed the decision of not having my contract renewed to a deslgnated
faculty committee ~ the Senate Subcommittee on Academic Freeedom. Now they
have these procedures - first you appeal, then a group looks into the situa-
tion and makes an informal recommendation; if it isn't accepted, then you
have formal hearings, So I got the inwstisation., They found that I had been
denied due process and that evidence had not been considered (for example,
my work for two years in women's liberation was not considered service to the
community). During the summer (no students around), the department met,
declded that there was no reason to reconsider, and so nothing changed, I
appealed to the other committee in MNovember of the next semester and did
not hear from them until the 3pring. Supposedly they met last week to
decide whethexr or not to hzar my case - I still haven't heard. This little
sketch gives an idea about the 'asministrative remedies' supposedly guaranteed
to faculty memters in the Faculty Manual,"

Further, sex discriminatocy policies and practices appear to te cjually preva-
lent in the application of two important criteria for promotion - teaching competence
and professional productivity in the form of pubtlications.

On the issue of teaching competence, the term is subject to such btroad interpre-
tation as to defy any attempt for a working definition, Tor example, it may include
the content of the teaching material which, in the judamenl of these making decislons
concerning a faculty woman's professional future, may be considered to bte "inappropri-
ate,” tut which, in fact, raises important questions of academic freedomt

"The Promotion and Tenure Committee of the collese recommended non~promotion

from instructor to assistant professor on grounds of teaching competence,

saying, among other things, that I used a non-academic text in my course

(Our 7edies, Our 3elves), In one meeting with the committee I was questioned
for an hour on the book with the implication that I was teaching propaganda -
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encouraging students to masturbate, .ngage in premarital sex, use birth
control, and explore thelr personal problems with homosexuality in class,

I immediately sent a personal challenge to the chairman of the committee

and taped an interview with him about the logic of the recommendation,

I appealed to the president of the college to overrule the committee, and

to the department faculty who in turn informed their and my students,
Students, teachers,and the department as a whole sent letters to the presi-
dent, refuting the committee's claim that I was not competent and arguing
that the education was relevant, necessary, and appropriate for the students,
Some letters were clear about the sexism of denying a teacher the right to
teach women abtout themselves, and thus denying the women the right and ovpor-
tunity to learn 1t., The president received about 40-50 letters in three days."

On the other important criterlon for advancement - professional publications -
sex dlscriminatory practices may take several directions, One of these concerns the
question of authorship status and the right to publish work in which the acadenmic

woman has had a partial or even major share in its creation:

. "Five years after completion and copyrighting of my dissertation, I still
have not been able to obtain permission from my dissertation advisor to
publish it either in full or in part, either Jjointly with him or on my own."

The norm of "publish or perish" in academia may sometimes incite a voman to
take actlon which will place her credentials in a more competitive position and raise
her status 1n her own field. 3Sometimes the strategy works, as in the following case:

"During 1969-70 I wrote a paper at the request of a male medical colleague
conceraning research findings from a project in which he had originally

written a provosal and obtalned funding. The paper was submitted to the
American Psychiatric Assoclation for presentation at their annual meeting with
his name as first author, and he subsequently read the paper at that meeting,
A panel who heard it approved it for publication in the American Journal of
Psychiatry., TDue to my efforts to raise his consciousaess regardins women's
and FPh.D.'s status, he grandly said my name could be first, although he said
he had first intended to have his name as first author (althoush I had written
it in toto and did or supervised the research in toto, occasionally even dis-
rezarding his wishes or dlctates), He subsequently encouraged me to apply for

a grant in my own name, which the Psychiatry Service Chief who had left would
not have permitted.,”

If the issue of sex discrimination is not pressed vigorously or debated openly,
a good record of publications may prove to be a successful route to advancement:

"The only thing I really did was to try to publish my head off so no one
would have any excuses. Thils year, four books and a numter of articles in
the bvest journals later, I finally made it to associate professor at a 'good'
depaxtment (not distinguished or strong). I do believe I have enough stuff
published to btet by for full professor but I wen't worry about that now."

But publishing one's head off may not necessarily bte the solution to career mobilityy,

"I still feel the best stratagem is to be superwoman; I had two books in
press when re-hired, But of course even being superwoman might not work!"

Q
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in fact, professional publications may bring on a state of unemployability., Here is
a case where a woman vho had fousht openly for equal treatment found that she was
unemployable; despite her extraordinary achlevements:

»

"I find myself unable to get a job, wasting four university diplomas.

Currently I have 28 professional publications, 19 professional presenta-
tions, and ten years' successful teaching experience,"

Jeyond the problems which credentialism bring to academic women, the stated or
understood policies are not always in accordance with actual practices on some
campuses., For sometimes the criteria suddenly change when.a woman comes up for
tenure, that critical moment when the "up or out" decision must be made. Teaching
competence, for example, may cease to be important even though the professor was
hired to teach and those in a position to know - the students - come up strongly in
her defense, The following excerpt from a college student newspaper 1llustrates
the case in point whexe the respondent had been delﬁged with 750 student siznatures
In her Yehalf from toth currcnt and graduated students:

"I have never ia my four years of college education experienced an

instructor with such a love and understanding of her fleld, with the
means by wnich to communicate it in the true manner of the ‘art of
teaching.' I thnk that the size of classes and the loyalty of her
studeats, to whom she gave so much, will certainly attest to her teaching
ability."
The evaluative criteria may also vanish altoscther when a woman comes up for tenure,

as another campus newspaper reports atcut a respondent fichtinge for her jobd,

"There wis no indileation in the Taculty ccle that tihe eriteria for tenure was
any different than the criteria for reappointment,”

followed by an explanation as to why the code was no longer in operation:

"In a note to lis.___ notifying her of the tenure decision taken in her

case, rrofessor ___ had pointed to the'realities of our tenure situation’

in forcing the ‘step taken with regret' in denying her tenure, He testified
yesterday that with 13 or 14 younger professors in the department and only
two or threec vacancles forseeable in the next 10 to 15 years, the department
had to te 'very, very prudent in our decisions in deciding not to reconmend
ks, for tcnure,' Asked if other members in the department were concerned
with the tenure situation, he veplled that they were 'acutely aware of it,'"

It is interesting to note in this case-that the incident occurrad in a prominent
women's college in a departmeny consisting of 15 men and 9 women, of which 13 of the

men were tenured and only four of the women,
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In general, the consensus of respondents runs as follows: a woman may be
Judged solely on the basis of the criterion regarding productivity, althoush no
‘writtern policy is provided and male colleagues withovt publications have teen ad-
vanced, The publication issue 1s particularly important in graduate departments of
larye prestigious universities where an academic woman must show "superior" perform-.
ance according to the evaluative criteria, philosophical bias, or even éubspecialty
currently in fashion in the department, Turthermore, exactly what this "superior"
performance consists of at the time may be or is likely to te defined more by sex-
related factors than by her actual academic achievements, '"hat seems to count mostly

is an affirmative answer to the question, "Is she a good buddy?"

3. Administrative Tactics.

It has already been shown that, unlike consciousness raising, attempts to find
redress to specific ¢rievances may, and frequently do, recelve considerable resist-
ance from our respondents' own colleagues and administrative officials. However,
despite the fact that decisions affecting her future may rest with the department,
grievances are often taken outside the department followlng fallure to find redress
within, 1In any case, since final authority usually rests with higher administrative
officials who have the power to overturn departmental and committee recommendations}
it is here that we must look for the kinds of tactics which are used to leep academic

women in their place,

3ut first we must remind our readers that even tefore an academic woiii raises
her voice in protest, like other women she has to deal with the fer»™ stlypes
which are sure to cone her way. tlore frequently than not, this o . ~..on she

ventures to question the judgment or authority of her male superiors, espacially if
they also happen to ke her employers, One newspaper account describing the local
scene of sex discrimination in the neighboring campuses suns it up rather nicely:

"lomen who have experienced problems with university administrations are
told that the problem is a 'personality conflict’ rather than results of
underlylnz sexist attitudes. Vs, ____ found herself classifled as teing
'particularly sensitive,' 'over-reacting,' a 'difficult woman,' a
'hysterical female,' 'uncooperative,' and 'inmoral,'"
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The first 1line of defense on the part of administrators is to deny that any sex
discrimination exists at all: what has really been occurring in academia over the

past century is something else, One administrator calls it "oversishts," as this

respondent indicates:

"The next action taken by the President was in summer when he wrote to
us saying he had completed his study and found five women and one man
to te underpald as a result, not of discrimination, but of oversights.
'e also revealed what had been used to determine whether the salary a

faculty member received was equitable. Among other criteria, he listed
'willingness to accept offer proferred,'"

Secrecy, often used under the name of "confidentiality,” seems to te the first
ine of defense for most administrators, This tactic makes the academic woman
especially powerless to respond or to take action in her oun béhalf. It begins even
as the academic rovice prepares to find her way into academian

“"There were unfair and professionally damaging secret recommendations from
professors in my dossier, The letter one of my professors wrote for me was
put first in my confidientail dossier, and when some kindly interviewer
showed it to me four years later, I was appalled. I prevailed upon the
Dean of my school to get the professor involved to remove his letter, not
without considerable difficulty., The Dean was on my side, btut the pro-
fessor thought his letter was performinz a service to his colleacues, He
was upset tecause I had breached 'professi~nal ethics' and seen my confidential
dossier even though he had character assassinated me and several other stu-
dents who also had to remove his letters from their dossicrs, T think it is
imperative that every woman who has not seen what her professors are saying
abtout her should get ahold of her file, The easiest way is to have a friend
teaching at another institution send for it and then forward it to the can-
didate, or people who don't have any friends in a position to do this
(graduate students who don't know anyone who can pose as an employer),
organizations such as 3oclologists for Women in Soclety should set up a
‘1ist of people who will get your file for you. ‘e are facing 'recer: .lation
escalation' and might as well play the game,"

Later we shall see hou character assassination may adversely affect a wonan's pro-

fessional career,

Additionally, if the intention of the administration is to do ncuilng, commit-

tees may te used as devices to thwart action:

"The memters of the comnittee were bound by 'confidentiality' and therefore
their decision could te elther accepted or rejected by the president., The
preslident did in fact accept thelir evidence and decided in my favor. As a

result I received a promotion and teaure several months after the terminal
contract was issued,"

And departments can also emnloy secrecy tactics if the administrators decide to look
the other wayt
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"Despite the university's clear regulations on hiring practices, the opening of
these positions was never publicly advertised. The secrecy with which the
fcpartment surrounds its hiring procedures prevents any input from graduate
students, special interest groups such as ours, or natlonwide groups and
committees of the Association, This policy of secrecy casts doubts upon the
manner in which the department is complying with the search procedures stipu-
lated by the Affirmative Action guidelines,"

Closely related to secrecy in its use as an administrative defense are delaying
tactics. ‘hese take all kinds of forms. Bouncing the ball back and forth between
department and adninistration, setting up another committee to inrestigate, or advo-
cating the desirability of awaiting thé completioh of an Affirmative Action Plan are
all examples of such tactics, Here 1s one statement by a respondentlwhich includes
other elements as well:

"Since btecoming involved on this University Committee on the Status of ‘omen
(as co-chairpers~n), many incidents have occurred. 'le wanted to send out a
letter to all women in the university informing them of the assistance we
could give them, e wanted to include a mailing of university faculty sala-
ries (broken down on the basis of sex and departments)., The administration
held up the approval of the mailing latels until two days before the meeting
Was to occur, The Committee has offered to help with the development of the
Affirmative Action Program. The administration has teen hostile; our records
were pulled 'in the personnel office to see if we (co-chairpersons) were
'trouble-makers.' A meetins was requested with the university president.

‘e were told to phone back. A subsequent phone call indicated that the presi-
dent was too tusy ‘right now,’"

Usually, a delaying tactic appears as a general statement of the president or
chancellor who informs the public that sex discrimination is under study. Here is a
typical newspaper announcement:

"The report was published this summer following a year's study by a =2ven-
memter faculty subcommittee appointed by the chancellor. A copy of the
report was unavailable from him in mid-July although material from it was
included in a series in this newspaper. He was reportedly studying it at that
time. In a letter to academic deans, directors, and departme-t honds fol-
lowing the report, he said, 'further interpretation is very mun in orier,’
but added that 'it is of course essential that university policy and practice
reflect equity and fairness in its relations with employee members of both
sexes.' His letter also commented that the university should 'look far more
intently than it has in the past to the womanpower pool, actual or potential,
as a source for its greater strength and improvement.'"

Of course, uninvolved persons may no%t question the sincerity of the chancellor.

But women with prior adverse experience of their own may interpret this statement
as mere idealist!c double talk desisned to delay initiation of any concrete Affirma-
tive Action Plan, let alone implement such a Plan.
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It is important to note in the above excerpt that the chancellor's statement
contained an attempt to create divisivensss telween the seves under the claim of
equallty and fairness. This is another tactic frequently reported as being used by

administrators:

"The strategy at my university is to tell every white male they don't hire
that he wasn't hired tecause they had to hire a woman or a black., This
response has bteen reported to me so many times that I think it has to e a
stratezy, It really works well in developing anti-feminist hostility toward
both the feminists and women not yet feminist who are achievement oriented -

otherwise knwon as 'pushy.,' But 'they' can't really tell the difference -
we all look alikei™

Bivisive tactics also include other combinations of academicians tesides men versus

women and white men versus black men:

"All the familiar divisive tactics have bteen used, including attempts to
negotiate with individual women, rather than the committee, and efforts to
pit women and minorities avainst each other,"

Zven trustees appear willing to enzaze in divisive tactics:

"The trustees have rejected the idea of local Affirmative Action Gfficers
(and apparently separate Affirmative Action Prosrams). Instead they are
developing a response to pressures by recommending a central office - a
further 1limit to the self-determination of women on each campus. Qne mem-
ber of the Trustee Personnel Committes, a hlack, has flattered blacks at
this colleqse, tut he is totally ill-informed and condescending recarding
women. lis insistence on the Jentral Office daveloping programs for the
individual campuses has caused a difference of opin'~a amon~ women and
blacks here. The latter seem to think that this tri toe is a fine sumorter
of Affirmative Action; the women do not,"

On2 of the principle tenets of academic “recusr 10 t.at academicians seek and
teach the truth to the youngzer seneration, ™ut this norm does not seen to apply to

some administrators:

"The result on all of the woemen has teen extreme dlscouragement. some
retaliatory measures, and, more recently, downright lies {rom the adminis-
tration! I've never caused any trouble on campus tefore, but I'ms snidenly
some kind of ograe.”

According to this respondent, nisleadins and deceitful statements are more or less a
routine administrative counter strataszenm,

Frequently, the reward system may te effectively used to manipulate the women or
their supvorters, OSuch tactics may serve to deny lesitimate appeals for correcting
inequities, [or example, éxcuses such as nepotism rules and insinuations of incom-
petence often hide the real intentions of administrators:
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"All requests to improve my professional situation met with evasions, .frowns,
put-downs, allegations (quite unjustified) of professional inferiority and
nepotism, Iy husband was new and very Junior in the department and was intimi-
dated into not av~uing my case very vigorously.,"

Intimidation may also tawart the work of a duly appointed committee for corrective
action:

"Unfortunately, in our region H"Y leaves much of its work to these women's
comnissions it has created on campus. If these women are successfully
intimidated by the administration, nothing happens,"

In sum, dendal of sex discrimination, secrecy, double-talk, delaying tactics,
manipulation of individuals and groups, divisiveness, outriszht deceit, and intimida-
tion appear to be typical adninistrative tactics. These may become intermingled with
other matters which have been raised such as inappropriate procedures for appealing
a decision, how much weizht to give to teaching, pubdblications, and other criteria,

and where the final responsibility lies for decisions affecting an academic woman's

future,

k. Counter Moves by the Protestors,

“that are some of the counter moves used by women as they attempt to seek and
stabilize equal employment opportunities and conditions of work for themselves and for
other women without resorting to appeals outside the "channels"?

Some counter stratagems are very specific and quite revealinm:

"I think we would have teen unsuccessful at overturning the nepotism rule if

these rules had not been abandoned at nearby institutions at about the same

time. Also helpful in overturning the rule were the conCerted efforts of

women in my department., Thelr strong feelings about my case were heard by

a sympathetic department chairman.,"

Yowever, when there are no women in a department to begin with, unlike this case, the

vressure to hire a woman may te brousght by women outside the department:

"I hear from the women on campus that there was quite a lot of pressure
brought to btear on my department to fill thils vacancy with a woman,"

Hlere is an example where the memters of an organized campus women's group have en~
zaged 1n a range of activities in which they have made some inroads, Note that

their serious pursults even include an implied threat of filing a complaint or suit:
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"Through our Association of Faculty Women, in particular, me, in the two cases
which have been carried through to completion, we have used letters with docu-
mentatlion of the lnequities and conferences with department chairman or dean,
with the implied threat of filing a complaint or a suit. In one case we got
an appropriate rank and salary, though temporary; in the other, we got tenure
at the rank of lecturer in place of lecturer with a 3-year contract."

The results are sometimes favorable when there is a campus-wide coalition of sympa-
thizers, as we saw earlier in the case of a‘professor who was denied tenure, But
sometimes similar strategiés fail:

""“hen my contract was not renewed, the students had demonstrations - this did
not work., 5o people tried some of the 'street tactics,' which did not work."

Another specific employment issue is pregnancy, a condition which might sup-
posedly interfere with a woman's professional performance. Here is how one respond-
ent effectively resisted this discriminatory attitude:

"I was refused reassurance of reappointment as instructor when pregnant. I
persisted and was reappointed, No woman in the department has since had the
problem. len now realize that women can te mothers and professors."

The single and most important weapon cited by the respondents is adverse pub-
licity against the ilnstitution. Here is an example of one "deal"” which a victir
made with the president of her college:

"We made a deal, She assured me that I 'had nothing to worry about,' that
1s, she would overrule the Faculty Promotlon and Tenure Committee, I prom-
1sed her that I would not bring down any outside publicity on the college.
In my initial appeal I had mentioned about twenty orsanizations who would
support me publicly if T requested., T also had contacts with local papers
and with people in other universities where they were writing articles on
the firing of radical professors. In the case of my college, publicity
and the threat thereof was important because the school is suffering a
declining enrollment, partly btecause students feel the education is not
relevant, It was bound to reflect bvadly on the college.”

The followlng remarks of another respondent describes more amply the general effect.
of publicity for protesting women:

"Given the existence of Zxecutive Oxders and the various titles which can
force compliance, I feel the sinele most important factor bringing about
change is the existence of an orrganized sroup of women who have the power,
mainly through access to the press or other publicity, to reveal inequities
and thus both publicly embarrass institutions {which, reing academic, must
pride themselves on literal humanism) or result in investigations by govern-
ment authorities (also embarrassing) or in actual withdrawal of funds
(always more a threat than a reality)., Thus we have always sousht and
recelved good coverage of our activities and complaints in the student and
city press, btesides having our own newsletters and engaging in much corres-
pondence,"
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Coalitions of women may also employ other counter stratagzems to force reluctant
administrations to correct inequities, MHere is one such example in which ihe com-
plaints of individuals are incorporated into a combination of approaches:

"Our written documents - position papers and a 70O-page affirmative program -
formally made suggestions for change in most catesories - hiringz, promotions,
salarles, sports, women's studies, etc., *xtensive but inadequate correc-
tions have bteen made in-salary inequitles, hiring goals for women, overdue
promotions, clarification of dead-end ranks which mainly women are deposited
in forever, examination of differences 1in financial support for women and
men graduate students, bveglinning examination of gross inequities in classifi-
catlon of women in civil service positions,

Individual counlaints of women usually involve improper academic rank, with
salary a secondary inequity. There have been many of these and have teen
handled throuzh either official or unofficial channels, lomen come to us
sometimes first, or second after teing either anered or humiliated by their
encounter in the Chancellor's office. 1In the two cases which have teen
carried through to completion through our Association of Faculty ‘'fomen, we
have used letters with documentation of the inequities and conferences with
department chailrman or dean, with the implied threat of Tiling a complaint
or a suit.,”
In this example, ohserve that orsanized group action, documentation, use of both
formal and informal channels, ‘and threats of filing a complaint or law suit all help
to effectuate favorable results,
3ut, alas, the odds are overwhelmingly against the academic woman when she
appeals for corrective action of her spécific grievances through established channels.
“or frequently she finds no redress to her complaints; and the grievance process,
which beran as an appeal to correct inequities, quickly deteriorates into an
adversary relationshir. At this stage of the nrocess the final sex discriminatory
act may consist of btenign neglect and inaction, tokenism and ostracism, a gradual
and effectlve isolation of the "trouble maker," or even outright firing of ienuzed
faculty women. 3ome of the protestors manare to find employment elsewhere, The
majority of them, however, unable or unwilling to leave the campus or the area,

fight back with appeals to activist women’s groups, covernment azencies, and the

courts, The stage of open confrontation has hkerun,

C. Confrontation
The response pattern of confrontation constitutes the culmination of the griev-
ance process. This is identiflable in our study as appeals which go teyond the
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campus boundaries or, more accurately, appeals which an academic woman makes outside

the institutional channels for resolving sgrievances.

Almost without exception, the cases in the sample indicate that the respondents
seelk other help after they have failed to find any satisfaction from campus deci-
sions or have reached an impasse with their departments or administrations. e have

also seen that in many cases appeals through available grievance procedures are

largely or entirely ignored:

"Discrimination was apparent in salary, terms and conditions of work,
harassment while on the job, and ultimate firing ('non-renewal') with

no reasons ever given either orally or in writing., I went to the Faculty
Personnel Committee and Deans, to AAUP (both university and national), to
the American Civil Libverties 'nion, the state discrimination commission,
to ©i0C, and finally to a private lawyer."

The following quotation expresses more clearly why many academic women decide to go

all the way, as-dﬂg'the above respondents

"y am I golng through all this even though I know I will never get a fair
hearing and never get my job back? I don't even know myself, I think it

is tecause I feel that I must do something because so many sisters do
nothing - somehow I feel that I am doing this for more than me. If I don't
do it, I will be letting others down. I feel that my sisters expect me to
do something - to fisht back, so I'm doing it. T also don't want the uni-
verslity administration to think that they can just do what the hell they
want, and I really want to annoy them as much as possible., I know that they
thrive on people bteing beaten into the ground and then just going away -

the oppressor can always count on us falling under the yoke of our oppression -
that is why 1t goes on for so long., And so I feel compelled to confront the
oppressors, I know that I cannot win because for us to win means a long
struggle and we must all e together; this action is only one moment in
building the kind of unity we need if we are to ever win the struggle.”

1, Appeals to women's groups, =overnment asgencies, and courts.

During the confrontation stage a woman may direct her apeals to an activist
women's group on campus oy to one or more women's groups or other organizétions out-
side the campus boundaries, The more frequent course of action is to file complaints
with government agencies. Tinally, she hires lawyers and takes her case to court,

The fypical response involves appeals to more than ane agency, usually the
regional Civil dights Offlice of the Department of Health, Tducation, and “elfare
(Hi4) and the Zqual Zmployment Opportunity Commission (3:0C), and, to a lesser
extent, the ‘ages and iours Division of the Departﬁent of Labor and the Falr - -
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ciployment Fractices Commission (7iP), state and local discrimination commissions,
and other non-rovernmental groups and organizations:

"In the spring of 1971 I was denied summer employment but all male professors
got 1t; T was paid "400 per month less than the 11 male full professors in
the school; I was denled a sabbatical modification cranted to 28 males bdbut
to no femalea, I filed a sex discrimination complaint in April, first with
the university's Affirmative Action Office and in May with OFCC,"

The discrimlnatory act which forces women to appeal outside the organization may
sometimes be an outright firing of a tenured faculty member. Appeals to several

agencles 1is rather the norm, as th. 1lewing response indicates:

"I filed a complaint with the state civil richts commission and subesequently
with the "50C, 3oth of these agencies claimed that they are so swamped
with cases two or three years old and were unable to do anything about my
complaint, I contacted the HTY Civil Rights Office, the C3A, NTA, and the
Lator Department Office of Contract Compliance. None of these agencies
could or would assist me. In May I filed a suit in the U,S, District Court.

30 far I have met with nothing but failure., It is too early to predict the
outcome of 1litization,"

Individuals may also press their complaints as a group. They may express con-

cern for their own cases, for other faculty women, or even include the entire campus

female population, including non-acaicwic women;

"The extent of discrimination tecame visible during a self-study conducted
which coincided with an HiY complaint at two other universities in the state
system. In June nine faculty members filed suit iu Federal Court, charging
discrimination against women in hirinz, salaries, promotion, tenure, and
assignments (but mostly salary).

The following response reveals how group action works:

"ile filed a complaint with HT'/ and “=0C based on data on salary and years at
colleze obtained from a friendly Dean. The complalnt vas signed by all the
tenured women, le have had to use continual pressure to bring these aszencies
to do thelr job, among which has teen getting a senator to contact them in
our tehalf (several times). The University has an Affirmative Action Plan
(full of sound and fury, signifying nothing), which we have blasted repeatedly
to the local press, Publcity by the media has been one of our tools. Another
is block votlng at the faculty meetings at which committee members are elected.
e find 1t essentlal to have strong tenured women on committees such as
'Appointments and Promotion' and 'Review' which hears grievances, e have now

hired a lawyer to help us push our complaints and, If necessary, file suit in
court."”

Jote that in the socond case the vrotestinz women have two advantages: they are less
vulnerable as a group than as in . i~viluals, and they are all tenured faculty.

Finally, national organizations may get into action, Appeals are specifically
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directed to orxanizations concerned with sex discrimination, some of which are also
involved in other causes, Such appeals are'usually in addition to other kinds of

complaints made with federal or local agencles:

"In the winter cf 1972 we filed a class action complaint of sex discrimination
with the 3tate Commission Against Discrimination. 1In the spring of 1972 we
prepared to file a sex discrimination complaint with H3TJ; however, at that
time the college had no federal contracts,,.at the present time the school
does have a sizeable federal contract and we are preparing a new complaint to
file with HZ/, In the spring of 1972 we also filed a complaint with the
“qual “mployment Opportunity Commission...NC and FAACP have decided to enterx
the complaint in our %ehalf,..’We also filed a complaint in 1972 with the
Bureau of labor, Division of “ages and Hours.,.In view of the long delays
encountered dealing with agencies, many of us decided to secure a private
lawyer to take our complaint to court. 'le now have a lawyer..."

The class actlon tyve of complaint in the above case is often filed by the national

groups. Here 1s a case where a national women's organization files in tehalf of a

few women:

"I was one of a very small group of women faculty (about 157 of faculty) who
filed with Hi¥ through WIAL about two years ago, e had been told that the
school was to fire ten times more women than men to cut down expenses, I
was the only one tenured and ¥he school attempted to cut me back to 70 per-
cent time. AAUP also was*talled in and exerted great pressure c¢cn my behalf.
The others wers dismissed,”

As suggested in this case, AAUP's intervention usually involves tenure; it is also
concerned with due process procedures:

"I got some action from both the Yashington office and the local chapter in
drafting and sending a memorandum to the acting president that my grievance
should te 1nvestigated with full due process. This was helpful but was as
far as the AAUP was prepared to go; it is national AAUP policy not to get
involved in sending out teams to investigate local grievances resulting
from sex discrimination.”

Finally, appeals are made to t::2 women's committees and caucuses of the professional
associations by women who refuse to leave any stones unturned as ii.:y awalt action

from any numbter of sources:

"I filed a formal perscnal complaint of sex discrimination with the American
Physical Soclety (Ar3) Committee on the Status of 'omen in Fhysics, My com-
plaint was presumably incorporated with otners in a written, official report
on sex discrimination issued by the APS, I understand that many copies of
this report have teen requested by academic institutions. I have noticed on
my interview trips this year a dawnins awareness of the plisht of women,
vwhether due to this report or other influences it's hard to say, but the
impact so far has been much less than that required to set me the job I
wanted,"
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2, Ylth the Deliterate Speed of a Turtle,

It 1s one thing to appeal to asencles and courts and quite another to hcar from
them, let aloné et any results, For after a complaint is filed with a government
agency, there is a long and, to many protesting women, seemingly interminable waiting
until there 1s a constructive response,

This is particularly true with HI¥, as the following report indicates:

"In July, 1971 I filed a personal éomplaint of sex discrimination with HTJ
agalnst the university and the department. Six weeks later I received an
acknowledgment that the complaint had teen forwarded to the appropriate
regional office, and that was the last I heaxrd from H2W!" ‘

Two years later when this response was received, the woman was still waiting, Bven

complaints filed by women's organizations seem to have the same fate:

"Two years agzo NOY filed a complaint with H3Y against my college; no action
whatsoever was ever taken on this complaint,"

But long delays do not seem to be the exclusive characteristic of HRY, as the

following comment indicates:

"I was discriminated against on salary, promotion, and summer employment,
I filed cases with HiY, 3Z0C, and FIPC, So far very little has happened,
My cases have teen filed with T4 and 330C for over a year, but there has
been no investizator here as yet, FEPC was here this past week so no
decision has teen reached,"

Also, women have had similar experiences with state agencies where a two-year delay -

appears to bte the norm:

"then I found HI.! had.no jurisdiction at the school, I filed with the statz
Human Rizhts Commission. lfow, two years later, the Commission is still
trying t6 tonciliate' by giving unlimited time to the school to dally,
walting for a Supreme Court decision, etec."

I'either are law suits less time-waiting:

"The lawsuits, in which I am one of the plaintiffs, have teen drasging on

interminably,”

Nevertheless, there are also rare cccasions when a government agency acts, Here
is one example where the tours and Yages Division of the Department of Lator proves
it can initiate an investigation with great speed, 3But we do not have any evidence
that the final outcome of a complaint filed with this agency is as speedily reacheds

“"Tne Faculty ‘Joren's Caucus collected questionnaire data from respondents

throughout the university on discrimination in income, tenure, andgpromotion
and went to tnhe local Department of Labor office to file suit. A representative
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from there walked into the personnel and payroll office and asked to see
ALL faculty and staff files (without explaining why they had come, since
they were lesally entitled to do this)., Our Deans consulted with the
head of our Affirmative Action Office who told them that the women would
certainly win the case involving back pay."

3. Open Yarfare,

If stalling was an effective a@ministratiﬁé tactic Qgiggg the protesting woman
took her problem to the nearest Office of Civil Rights, to some other agency, or
to a lawyer or women's group, in open warfare stalling now becomes the administra-
tor's forte. ‘'le have already seen how delays are achieved with an announcement to
the newspapers stating good intentions but very little else'or with an Affirmative
Action Plan "full of sound and fury, signifylng nothing," or even with the appoint-
ment of a token woman to head such a plan, Here 1s how one respondent descrikes the
stalling act, |

"No real successes or failures y=t - 3ust lots and lots of waiting and delays
and abortive negotiations,"

while another gives us a closer look at why delays may occur:

"The nore sophisticated unlversities know how to stall H%Y, which isn't
too hard, and fool around with thelr affirmative action plans for months.
Or they can stymie the women's commission that HZY has created on campus
so that it accomplishes nothing, Unfortunately, in our region HIV leaves
much of its own work to these women's commissions."

-The same stalling tactic may be used agalnst a court order in rather surprising

fashion:

"The university has adamantly refused to make records available when ordered to
do so by the court., Their strategy is apparently to delay until we lose
heart and support." '

Another adminlstrator may go to even greater leangths in glving the appearance that
something is being done althougzh the move is, in fact, a stalling act:

"Some lip serxvice, and perhaps some actual improvement ia practice, has
occurred with rersard to recruiting new faculty, Several women have been
hired, but mostly token appointments, A black woman has teen appointed as
Special Assistsnt to the Preslident for Minority Affalrs. She is supposed to
be working (all year) on an Affirmative Action Plan, but nothing much has
appeared to result from this so far,"

It is possible that administrative stalling may derive from rellance on legalities

rather than on substantive issues of egquality, professionalism, academic standards,
a
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and good falth efforts to resolve grievances:
"The administration of my school has teen advised by the college attorney
not to do anything about my case until HiW comes up with a finding, As it
appears from the local reglonal office's performance thus far, there is

never golng to be a finding, and I am getting very tired of calling thenm
up to remind them that I filed the complaint two years ago."

On those 1nfrequent occasions when an investigation has taken place by a compll-
ance agency, consfderable time may also be consumed when the administrator finds it

4
necessary to conduct a more complete study which will substantiate the findings of

the agency:
"A faculty committee was appointed by the president as a result of the HZW
investigation, The group published a two-volume report on the status of

women at the school and found rampant discrimination in all areas.”

Although the president's actions in thls case may te considered a necessary first
ste -+ in affirmative action, it is intexresting that not too much has happened for
women in that school slnce the lensthy report was lssued, despite the committee’s
findings,

To what extent administrators and compliance agencies are reinforcing each
other's stallins tactics 1is not easily apparent to the respondents, ¥requently, this.
may not be the sltuation at all., For we are keenly aware that most college and uni-

versity administrations resent government intrusion (but not government money) into
the "affalrs of the university"” where freedom of thought must not be corrupted by
political or other considerations, One way to maintain the autonomous nature of
academic institutions (tesides weakening the complainant's case) is to declare
publicly for the btenefit of the government's investigating team that sex discrimina-
tion does not exist at all, never did exist, and never will exist on that campus,

e have already seen how tihils tactic is used priﬁately to discourage protesting women
by denying the existence of salary discrepancies ("oversights") bteiween men and women
faculty, Here Is how a campus newspaper reports the opening session of hearings for
two women In whose btehalfl the government agency was charzing the college for sex dis-

criminations

"The college has 'formally denled any discrimination’ accordins to the
attorney who 1s representing the college in the commission hearinss, 1In an
interview he stated: '“e say we do not have any discrimination at __ in
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hiring, employment, promotion, or tenure with respect to race, color, creed,
national origin, sex or age, 'We insist,’ he continued, 'that we have not
discriminated against any employee, man or woman, tecause of sex.,'"

"1th such a statement it should take a little longer to establish whether or not -
there is even "cause"” for the complaint, The decision in the case is still pending
several nonths after the hearings ended, In the meantime, the academlc community
and the public at lerge are supposed to accept ipso facto the lawyer's "operation
candor."

Yet our respondents also indicate that it may te more effective strategy,
despite the necessity to remain aloof from contaninating forces, for administrators
to join hands with the compliance agencies:

"HEYW just backed up the administration.!

le have also se2n that some of the protesting women imply or openly state the exist-
ence of accomncdating delays by government agencles, especlally HiW; and at least
one of our resvorndents is able to show some proof of collusion between the HTY
regional office with a university administration:

"I also met with a zroup of women from the nearby university who were very
anzry that the field compliance officer (black, male) +who had investigated
their complaints, filed earlier, had apparently sold out to the university,
Unable to get relief from Wi, they took their case to court stralght away
and were thereby able to subpoena the HTW report on their cases which had

hitherto remained confidential, 1 read the report and it amply confirmed
their contention,” .

It would te nearly inpossible to ascertain how widespread such outright coliu-
sion is. Collusion, however, may manifest itself in many forms such as unreasonable
footdragginsg, partlal resolutions of cases, negative findings which show complete
disregard for the submitted evidence, threatening but not actually withdrawing
federal furds, and failin~ to establish and demand rigorous and faithful implementa-
tion of affirmative action plans within stated time periods., Otharwise, one is haxd
pressed to explain the hard-line strategy displayed by some college or university
executives, Their ultimate weapon would have to be some sort of accommodation or
outright collusicn with some of the agencies who are supposed to protect the com-

plainant’'s professional and civil rishts rather than reinforce the arguments of the

defending institution,
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To this date, HT has yet to withhold funds from any educational institution.
ilexre is one respondent's statement which summarizes the observations of many others;

"At the momeat the university is still negotiating with fi7 but their funds
funds have not teen suspended,”

while H'V's dilly-dallying is more amply recognized with a pessimistic note by

another respondent:

"HEW 1is stalling in geing to sanction hearings, They have not taken one
single case to hearings since “ixecutive Order 11375 became effective in
1968, I thought my case would set up a precedent, The fight is not worth it
for my case alone if no precedent is set up,

Pinally, administrators can also stall by relying on others btesides government
agencles, Such vartnsrs may be the protesting woman's oun colleaguest
"Accoxdins to the Human Rights Commission, this case would probably affect
every collere woman faculty memter in the state, and therefore the department
doesn't want to rush the school 'since it would te very expensive, '
Or it may te that the delavs are caused by some internal institutional problem of
such magnitude that sex discrimination may have to take a back seat, Here is a case
explairing the cause of the delay in which three women established a local W3AL
chapter and filed a complaint azainst a larse state university:
"The university is still dragging its feet in formulation of an affirmative
action plan - in part a women's issue, but also part of a larger problem
of exclusion of all faculty from policy decisions throughout the university,
There has been some improved awareness among some faculty but very little
headway with department heads., e
4
At this point cne may wonder: could all this take place in academia? Yes, and
ruch more, Abuse of power by administrators does not restrict itself to violating
basic civil rights; it is also reflected in non-conformity to norms of appropriate
and responsible standaxds of conduct entrusted in academic administration. Such
abuses may range from a mild action of deliterately faillng to attempt conciliation,
"Three faculty filed a charge with ©70C, 7ifforts by 73CC to conciliate failed
S0 we are now planning to file a suit against the university. ‘e have ob-
tained the right to sue a state institution from the justice department.”
to wasteful spendins of tuition and tax money:
"They have teen untelievably arrocant 1o our attorney and have spent a

fortune in taxpayers' money on lesal fees, much more than it would have cost
to settle our suit:”

In a letter to the university's chancellor, a women's group which included graduate
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students writes,

"...an implicit - and often explicit - attitude seems to te prevalent among
male faculty members: now that the Department counts three women on its
faculty (after years of cecseless efforts by our caucus) the 'pressure 1is
off.' In other words, the University suidelines on Affirmative Action can
anow te safely disrecardeq.™

The plot thickens when administrators handle individval grievances and begin
changing the rules, One of the excuses for denying correction of inequities runs
like the "tails I win, heads you lose" aregument:

"I have taught for ten years, have had a post-doctoral, and have published

ten papers (and presented another ten) and have won a commendation for

excellence in teachinz (both from the Honors students and the AKD), Yet,

I still remain untenured, *ach year another reason is presented, lLast year
the reason was, 'You haven't taught here long enough and the visiting year

dcesn't count.' On the previous go-around the reason was, 'You are married
and have a house in this city and aren't going anywhere; there is no urgency
in your case,' A third reason is that my publication record is 'not superior':

since I have teen 'out' for a long time, my record should te 'greater,'
Another reason given to me is a double-whammy (you can't win)., 1 am, says
the Dean, not 'inteprated into the department' and 'two of your papers are
Joint with your departmental colleagues: how do I know you did the work?'
sither way, the rules seem to change and I lose,"
And, unlike the remarks of another respondent indicated earlier, playing the game
sutmissively may get you nowhere:

"I played it quietly, without trying to push, for four years, That produced
no results, In the past year and a half I have been agaressive about trying to
pet a falr settlerent, and the result is that those who are apposed to my
appointment say, ''!e don't want such an aggressive woman on the staff,' 3o

you can't win either way, 1 filed a complaint with H.7 more than a year ago;
the university's reaction was that this action showed my bad character.”

But, in addition to showing "bad character," filing a complaint is considered to te
unladylike:

"I filed the first sex-zdiscrimination complaint against the university! Not
only does a LALY not do such things, including 07 memters, but my having
filed the first case with TICC is especially unforgiveabdle,"

Secrecy also takes on different forms when complaints or law suits are pendins
than when the protesting woman first presents her complaints to her department
chairperson, In the following example the hopeful complainant, waiting for the
government agency to act, fails to reallze that 1t may te more to the administra-

tion's advantage than to hers not to publicize her case:

"Because I am still fishting to be reinstated, it is tetter to be silent;
it is a counterstrategy in itself when to put pressure and when to wait,"
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The above respondent might change her mind about the virtues of remaining silent were
she to hear some of the administrative arsuments for observing secrecy, One president

‘Wwas reported in a student newspaper as saying,

"You'd do moxe damage to people by free and open discussion, even if a person
asks for it."

Character assassination as an administrative "dirty trick" designéd to drive
"trouble makers" off the campus appears to be actively pursued by many administra-

tors, Here the stereotypes of women hold full sway:

"I have teen entrapped, bugged, taped, quoted, and so forth, One example is
cf a student from the campus newspaper supposedly interviewing me who tried
to get me to say that I'd teen giving atortion counseling., My boss is
'pressing' now - has resorted to the ultimate 'zones': mental health and
sexuality, The results on me are that I am unemployable,"

The intimidation and harassment against women who file complaints may sometimes

reach untellevable proportions:

"Last year I filed in federal court against the department for sex discrimina-
tion. You will not believe the personal degradation I have suffered since
filing, using Title VII and the first and fourteenth amendments, The Univer-
sity is trying to locate every illegal act I have ever committed, but fortun-
ately, with the excepntion of two minor traffic violations, I am ‘clean,‘

I have been lateled a troublemaker, a firebrand, and emotionally unstable."

The above respondent had also presented a paper at a professional confexence which
led to the formation of a commission on the status of women 1n her state but which,
according to her, brought her only "personal harassment.”" Here is an excerpt from a
campus newspaper referring to a tenured professor who had been subjected.to constant

threats of firing by her administration:

"Though she has asked rereatedly for reasons for such harassment, President -
has alluded only to 'secret documents' holding defamatory material so secret
that even she is not allowed to know their contents, 3he btelieves that the
real reason for the administration's repeated attenpts at firing is her

active involvement in women's causes,,.The last attempt followed her filing
a complaint with Hw"

Jhen cases actually reach the point of scheduling a hearinz the entire resources
of the canpus szen to te deployad in order to drive the "enemy" from the campus,
How the reward system is gcoo . 00 2o2ornlich thls is vividly sortrayed by one womand
"After six days of hearings and some outlandish 'hate' witnesses which the

judge removed from the witness stand or had the federal marshal remove from
the courtroom (tecause of disturbvances), I received a court injunction. There
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was lots of perJjury on the witness stand, The Dean under cross examinatlon
essentially admitted hls twisted story, Students who had previously supported
me but who now work for my chairman, perjured themselves, too. Faculty
who had written very favorable letters about my teachinz ability refused
to say so under oath for fear of being fired. I am back to work now but I
cannot answer my phone tecause of the obscene phone calls,”
Demands for a2 f .r hearinz for a protesting woman may end up with the adminis-

tration setting up a lanzarco court,
"There were lots of lies, letters backdated by one month from the adminis-
tration, etc, After 3,000 students, staff, and faculty signed a petition

for a fair hearing, a kangarco court hearing was offered, which I did not
accept,”

and with the complaint ending in court. In some "duly" established hearings even
the top administrator of the school testifies, leading the drive on distortions,
retroactive change of rules to fit the alleged "crime," outright deceltful state-

ments, and false witnesses to discredit the "trouble maker" professionally and

otherwise,

4, The ™i=21d After the Battle,

“hat are the results of confrontation?

At some point during the confrontation stage some administrators may decide to
take the line of least resistance, They make some gesture to resolve the issues, or
at least some of the issues, Here we are primarily concerned with the outcome of
cases, regardless of whether or not the compliance arency or court of law has made
a final determination or "disposition.”

Monetary compensation seems to be the most frequent tynz of "adjustment” for
resolving grisvances, sul such compensatlion may not even hesi- s2 the inequi-
ties which protesting women have listed and documented as sex-rulated grievances,
Those women who have gone through all the grievance stages almost wlthout exceptlion
view the end results in less than satisfaciory terms:

"I have once azain failed to receive summer employmant. len with my quali-
fications have teen promoted, but no woman has teen promoted on our campus

to my knowledre, There have been some slight nods in our dircetlion with an

insulting ;15 a month adjustment, which is about 1/10th the amount I feel
I deserve,”

Furthermore, as the atove quotation shows, women who file the complaints do not
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abpear to fare any tetter than those who don't; in fact, their complaints may be
completely logorad wevond the token salary increases glven to all the women:

"lany women were given raises above the 5,5 standard lncreases everyone

was ~iven, “e were also given raises {the chargees) but no poromotioas,

tenure, back pay, ete,”

“hen pressure is brought by a complliance agency, under the adverse and poten-~
tially embarrassing publicity a university adninistration may recognize the demands
of women and make a first muve in the direction of comnliance, However, even here
the adjustment may bte for one year only and does not necessarily indicate any bona
fide attemnts to rermove inequities for all the campus women for all time, 1In the
followins rare example where a compliance office has shown signs of life, going so
far as to exert some pressure, many women are still hard at work:

"Wy salary for 1972 was 11,450 for 9 months, The averare salary for

associate professor was 513,600, I was glven a 51,750 raise for 1973

as a result of our investigations and the pressure brousht by H@RW, This

also has encouragzd the hiring of a few women faculty at cur institution,

de are still hard at work through our ilocal Committez of fomen on Campus,

AAUP Committee !, Sociologists for Women in Society, and the state Commission

of the 3tatus of Yomen to improve hiring practices, salaries, tenure and pro-

motion for faculty women, staff, professional staff women, and women studeats.”
In another -rare case wihers a compliance asency reddered a final judgment - and a
positive one at that - the lump-sum settlement Tollowins yoars of blatant discrimina-
tien throushout the entire career of a full professcr dces not even begln to restore
€1

the losses: T

"30 far I hav2? hal the offer of reinstatement and 347,000, %ut this does
not cover remzdles Tor ry complaints of past discrinmination,”

And actuallr weint involved in a law sult by one zroup of women was felt to consti-
tute scm2 degree of progress, especially in view of the fact that a nore permanent
tase was eostablirhed for the redistrlbution of power within the institution:

"The women involved in the law suit have thus far received substantial

raises, two were promoted, two were granted itenure, and several of us have
feund ourselves on important university committees where formerly no women

or only 'safe' womzn would be fourd. 30 I would say that the protection of
having a suit in litiszation in a federal court has teen quite substantial, and
that our position is tetter than that of most women who have ryelied upon
complaints to administrators to redress thelr gricvances,"

However, it is important to note that, as in the previous two cases, that these
@""7ood faith” efforts on tne part of the adnministrators to reduce sex inequitles do
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not indicate a planned effort throurh affirmative action to change the future status
of the women, 1In chort, the accommodation does not involve the necessary institu-
tional re-arrangements., ‘e can also wonder how the university committees were con-
stituted in the last case,

Cften complaints and a combination of other circumstances on campus may pro-
voke an arblirary selective process as to who profits from the token efforts of the
administrators to correct inequities. 1In this respect they may te quite inconsistent
in the distribution of the rewards to woﬁen. Tor while some women may gain, others
may lose. In the following example toth older women and medical stuldents are the
losers following the filinz of a complaint,

"Success has been obtained in 'some very subtle ways. The univesity has
promoted one of the younger women to full professor as a token., The older
women are still overlooked, This same person was appointed head of a
women's equality committee: she was to look into encouraging women medical
students, which amounts to nothing."

vhile in anothe: case the lcsers are part-time women not on the "tenure track":

II’II

he part-tirme woricn filing the complaint with H2! lost but women in the
'regular’ positions won."

Onz explanation for the seemingly unfair results of token compliance which
may exacerbvate discrimination rather than eliminate it is that some administrators
do not pay any heed to existing Affirmative Action guidelines which would make it
possible to have a clear policy for equalizing work conditions. This is sugzested
in all our cases if not outrishtly stated, Yere is one respondent who indicates
that Affirmative Action Plans may e more a dream than a reality:

“"Those few women who had 'resular' positions were glven a raise in salry

to bring their pay un to par with men faculty, but the university has,

naturally, fewer women teaching this year than last year., Their Affirpa-

tive Action Plan to hire more women has not brought significant numbers of
woner. to campus,"

toxre pignifieant tiian the tolen or 1ess—than-satisfac£ory resolutions to sex-~
discrimin;tory conplaints are the results when administrators decide to take a hard-
line aponroach, ‘Our rosnoadents indicate that this is by far the most commonly used
strategy on thelr campuses, There are several ways in which it occurs, One way 1is
to completley ignore the woman who has filed the complaint while rewarding other
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women:

-~

"There has been no action in my case. A few minimal results for other
women on the faculty - appointment to committees (all very weak at this
college), one appointed professor (we now have two)."

Often such rewardsgo to women who are non-feminists:
"A latent outcome of my activities on the tehalf of women in my depariment
has teen the increase in salary for one woman and the promotion of one asso-
ciate professor to full professor. Ironically {although predictably), both
of these women are 'against women's liberation.' I have mixed feelings about
these latent consequences, I am happy that their injustices have been righted

and yet angry that it has been my activity which has brought this to fruition
and I receive none of the btenefits.”

Another way is to engase in one form or another of reprisal agalnst one or all the
women who file complaints against their institutions. Illarassment and intimidation
are two such expressions which administrators use to even up the score. Cne respond-
ent tells how such harassment occurred in the case of another protestor:
"One of the two other women at my university who filed with E%CC after I
d1d had reprisal against her in the form of destruction of her files or
papers which were in her office."
Still another indicates that husbandc of protestors may bte the unfortunate objects
of reprisal,
"There has teen a considerable sense of intimidation: two unexplained
eplsodes of removal of hushands from responsible positions. Their wives
were known as trou»lemakers."
while another reports that in her university the entire femal faculty were being

punished:

"So far, no_success, e are hoping the agencies will come through for us,
Since we wrote our initial report and filed the complaints, the salary gap
between men and women faculty has widened."

The ultimate form of rctaliation comes when the protestor is herself fired,
In fact, firing seems to e a rather common consequence for academic women who
challenge their employers., Here is a case wherc the administration made a ¢lean
sveepy

"A1l the feminists in my university have been fired,"

Belng flred is also the fate, perhaps not unexpectedly, for part-time workers who
lack the advantages which fully employed academic women have in colleague support
and access to lezal redresmn
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"I was one o srveral women who filed a complaint with 27, 1 was never
called to teach ajain, llost of the women who were associated with the
complaint were not called to teach again because their clrcumstances were

the same as mine, HIY could not 'protect' me because thelr amuidelines do
not cover *nart-time workers,'"

It is especially important to note that such a disastrous course of action as
being fired may occur despite overwhelminz support for opposite action, as this

case of hirhly recommended professor shows:

"I am the {lrst woman in my state to win a case with the Human Tights Com-
mission on the basis of sex discrimination in hicher education, I telieve

I may te one of the first to achieve both reinstatement and promotion - not
just rehiring., My promotion was recommended by a department committee, the
chairman, and dean, I had top priority in the department, number 2 priority
in the School of Literal Arts (17 departments). The president turned down
the promotion, arbitrarily, I then filed with the state Commission. The
president fired me, giving no reasons that were of substance. It took hun-
dreds of days to claw my way out of the snakepit:"

And it is also important to note that filing a law suit may make it possible for a

group of women to hold the line ajrainst retaliatory measures and even gain support

from unexpected quartexrs:
"3o far the womsn involved as plaintiffs have not teen retaliated against,

Subtle pressures have been applied in some cases, but we have teen able to

resist them successfully so far, And althoush I am sure my male colleagues

are outraged and critical, some have been quite supportive since the lawsult
was filed over a year ago,"

The selective process as to who among the protestors goes and who stays does not
end with the type of employment or even one's proclivity to feminism, Retaliatory
screening occasicnally finds some protesting, womea winners, others losers, even
wnen they have filed a complaint togethér or were otherwise equally iavolved in pro-
test activities, In one case where three women grouped together as complainants,
tvuo made substantial prorress for btoth themselves and other women, while the third

found herself blaci:halled and even deeper in protest activities in her ostracized

condtion:

"ith two othex wolien we established a local WiAL chapter and lodged a
complaint undexr “xecutive Order 11246 through WZAL with the Department
of HZY, liost women have received pay ralses though not yet completely
equal to men, and there have becn some promotions for some women., Cf the
three original women, two of us have teen promoted. The third has bteen
blackballed and noir has a harassment complaint lodged with 127 and J73CC,

In another case, nentioned earlier, where an active women's caucus had succeeded in
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bringlng a Department of lLaber investigator, one of the protestors suddenly vanished
from sight, while some galns were made for others left behindz

“The grcup strategy was very effective, except that at least one of the

women involved is no lonrer at the university., 3enior women in particular

have tenefitted from the strategy,”
In tne last two examples 1t may seem ironic to purish only one of the protestors
who help turn the tide for other non-protesting women. It may even seem outrightly
cruel, Certalnly the following words of one suth casualty sugaest an element of
cruelty:

oy
1

hree years ago I filed a federal contract compliance complaint against

the University.  iluch has changzed for other women as the result of this

actlion, but I an unemployed."
But only cruslty can descrike the outcome for the protestingz woman when she finds
that the only sin she committed -~ filing a complalint with a government agency -
may follow her all the days of her 1life as she tries valnly to resurrect her ruined
carxeer. One full  professor writes of the unenviable state of teing blacklisted
for a position after she had bteen fired followins filing a cemplaint as the first
woman an her cahkpust.

"1 heard from the university that I was not on the final slate, 3hortly

thereafter I received a letter from a recent alumna of the school informing

me I'd 'made' it risht down to the last four (which included 1 black and

2 women) tut that members of the committee had told her that my refercnces

sald T was ‘devisive' AUD I HAD FTLED A S3X DISCRININATION CONPLAINT AGAINST

ANOTHSR STAT. NIVERSITY!M

Confrontation is the last stage in the grievance process, Doring this pro-
tracted pericd of tlme protestianeg avademic women face the full impact of power and
resources Availapl? to 2ollere and university adninistrations. The net results are
only te:. iy ovonrrcdnnine solutions desisnad to hush up the complainants and
mz2intain the status Suo.  The compliance argncies also miss the point: even in those
rare cases where a detrymination has reen reached, any prsitive results axve almost
entirely limited to nonetary gains, and minimal at that, Past diszcrimination does
not count, ani nnxt year's problems can be postponcd; affiymative action is fre-
quently but an empty phrase, 3But whatever the outicone, the results stop short of
establicshlng tie necessary institutional {ramework to cope with a universal problem,
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Nearly all our casos seon to show, in one way or another, uaplanncd, vacillating,
and unfalr policies and procedures in coping with sex discrimlnation,

Additionally, throu.hout our survey we have so far teen able to see how admin-
istrative action, sometimes approaching vindictivenesé, asserts itself. Now we can
see two after-effects with probdably far-reaching implications: one 1s punishment of
the protestor while rewarding those who do not protest; and the other 1s ruining the
profestor's career, perhaps for all time. fn this respect academic women who decide
to protest sex-related inequities through legal action are likely to tecome both the
sacrificial lambs and the victims. Some women give up altogether, OCthers find
outlets outside thoir canmpuses for their feminist convictions and thelr desire to

make wrong right. ¥hat protesting women do teyond the ivy-covered walls of academia

tecomes our fourth type of response pattern.

D, Activism Outside Academia

Unlike the first three response patterns, the fourth does not take place on the
campus or in relation to the protesting woman's own case. Also, it does not involve
making complaints or confronting the administration with law suits. Protesting
academic women also appear to te active in other activities of varlous types rela-
tive to the women's movement, sometimes in relation to academic discrimination, some-
times not. Women are enga~ed in a round of activities whose common theme is that
they are discriminated asalnst, not only in academia, but in society:

I £11rd cases with =7CC, HTW, and F3PC, I worked through and on our univer-

sity's Status of Women Committee, I testified 1n state capitol tefore the

state Commission on the Status of Yomen, I discussed my problems with the

Affirmative Actlen Cfficer, my superiors, and public officials. I worked for

passage of the TRA, 1 attempted to get appolntments on more univgrsity com-

mictees which would demonstrate my willingness, capabilities, and interests.”

Some enployed woren prefer to put their efforts in activities outside theoir
campuses tecause of the risks entailed in questioning administrative decislons ppq
out of a feelins that protest would te hopeless, TFor such women these efforts to

contritute to the woren's movement are toth diversionarv and conmpensatoery, although

they may also involve risks of another kind, Here 1s an example of one woman who

O
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was able to displace her anger and frustration at the same time that she found a
market for ! ceontas

"Looking back, I sec that I did not pursue the available lersal remedies at all
vigorously, at first I wondered why, since I am a fairly "confrontation orient-
ed" person, I, who am so ready to "fight" really did not have the suts to
tolerate what I, deep inside, knew would happen., Then, having attended the
hearings of __ 's case, I btelieved I couldn't win, The university turned
out all its big guns to try and show that she was incompetent. I knew that if
I had filed a complaint, my employer would testify that I was "abrasive,"

"hard to work with,"” and suspected that there would also te an attack on my
competence as well, Yhdat I did was throw myself wholeheartedly into a different
struggle - that of creatling a business with no money and no credit. Because

of the szrowth of the women's movement and some fortunate decisions, 1t is
succeeding and growlng far teyond my hopes and expectations, My unthought

out strategy, then, was to retreat on the academic front and fight the enemy

by helping to organize dissent and retellion in another way. I have alsc teen
very active in NOY, toth locally and nationally."

As this respondent sugrests, academic women who have bezn 1nvolved in countering
sex discrimination on their own campuses appear to te very active members of national
women's organizations such as NOW and WHAL, often in leadership positions. In such
strategic positions they may even bte able to attack the problem of sex discrimination
more effectlvely, and especially come to the rescue of other women needing help:

"As the President of ny state's division of Women's Equity Actlon League {W@AL),

I help women on campuses file charges for sex discrimination against their

universities, “CAL usually files a class action charge in our name to protect

the individual woman, 1It's exciting to see women who have teen kept down for
decades on our campusas finally draw the line and start fishting back."

Academlc women who protest sex inequities on their own campuses have also teen
at the forefront of the women's movement in thelir professional associations, helping
to orsanize caucuscs and the other ad hoc and advisory women's groups to promote
chanze in their professioa ard in thelr departments, One woman who had written a
paper for Aistritution to the rsoverning tedy (Council) of her professional associ-
ation says the followlns arout her efforts as a memter of the women's caucus:

e
4

lemters of *the rnawly formed Asscclation for Jomen Psycholosists (AVP)had
otsexyved - an when male psychelogists partleipated in rap sessions in which
women revealed the detalls of their experiences in eraduate school and in
job-seeking and their pain, they often expericnced a radical change in thelr
perspective, 30 a call went out for papers cn the subject in the hope that
Council remters nirht Ye moved to te more sympathetie with the requests that
the AYP was making for improvement in our status,"

Cften these women's groups come to the direct aid of their colleagues who seek help,
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tut more of'ten our protesting women find memdership to te sufficiently rewarding in

itself:

“My Increasing interest in Soclologists for Women in Soclety (SW3) is a
strategy ourely for self-confidence and knowledge. It works like a
consc lousness-ralsing celi;" *

Perhaps as significant as leadership and membership in the professional asso-
ciations are the many endeavors by individual women and also by cralitions of women
in activities which cross academic disciplines and promise chang> in toth direct
and indlirect ways., Although many examples may te cited here, the following should
suffice to illustrate the extent to which many of our respondents, who have them=-
selves experienced discrimination, will go to eliminate inequities for other womens A

"1 spent July preparing to testify, and testifying, on H,R, 208, the Mink
Zducational "uity bill,"

Here are the words of yet another woman testifying tefore a congressional committee

for tax reform:

"Je ask to have the tax-free status of the universities and foundations
re-examined and susperded until such time as they make some realistic and
fundamental changes and tecome the open and equal institutions they were
meant tu.te...Specifically, we ask that the sare clauses that apply to -
public moneys should apply to foundation funds so they cannot te used
where discrimlnation exists.”

Another respondent tells of her experience organiéing a coalition of women's organi~
zatlions in order to get wemen, many of whom are in acadenmia, to sit on the scientific

advisory panels of the many government granting offices from which women have bteen

virtually excluded in the past:

"Initially unsuccessful approaches to NASA and the National Academy of
Sciences nade 1t clear, however, that action to rectify the virtual ex-
cluslon of woren could not and should not te taken by any one person or
one organlzation, Y“hat we needed was a coalition of women's groups in-
cluding not only scientists, but lawyers and the lay public. To accomplish
this I put on my several caps..,and organized a small, loosely knit group
of women from several professional organizatlons. The proup grew stronger
and larger, however, as the men resisted our efforts,..I polled my 70
menters, receiving an unequivocal go-ahead from them, also. Finally, the
group determined to te effective in increasing the numter of women in
advisory and decision-making roles in a granting azency,"

Another type of important activity in which protesting women enzage is directly
related to the academic profession - scholarship through research and publications,
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The intent is to expand the knowledge about all women, not merely academiclansj
and to expose the mytha, 1inaccuracles, and sex discriminatory practices which take
place in all segments of the soclety, Participation in such intellectual activities
may or may not help advance academic careers, Here is a case of one woman who had
yet to hear atout the outcome of her hearing review in one college but who was pre-
paring to put hexr scholarly knowledge to good use even tefore she had begun her new

positlon:

"I'm expected to go back to teing a scholar and stop fooling around with all
this women's stuff. 1I'll be very interested in the reaction of my profes-
slonal colleagues to my next line of research, whichhas to do with the
perceptlon of women in the Middle Ages, and which takes a highly revisionist
approach to the whole courtly btusiness, I must say, fighting this discrim-
ination thing certainly keeps one on one's tces - or dead."

In sum, activism outside the campus boundaries by academic women may tecome a
way of life sooner or later for academic women who have challenged the status quo.
Many of our respondents are involved 1in not one, but several other activities re-
lated to the women's movement, Three points should te made about these activities:
First, it 1s easier, and sometimes even more productive, to work outside than
Inside the system, especially where there 1s strong institutional resistance to
change; as a matter of fact, administrators with questionable or negative perform-
ances on matters related to sex discrimination on their campuses may welcome outside
activities as a cover-up for their administrative malpractices. Second, academic
training and Intellectual ablilities are great assets in working for the women's
[
movement and give support, at least in part, to the maxim that "the pen is sometimes

nightier than the sword"; and, third, campus protest is part of a larger revolutionary

movement which goes teyond the tounds of professional interests and employment

status.,
III. THE DEFFECTS OF PROTEST

What 1s the impact of the protest‘experience on academic women and thelr insti-
tutions? What happens to the self images and the carcers of these women? What

O
[ERJ!:anges occur because of thelr attempts to correct employment inequities?
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At most, these are complex and difficult questions to answer here, As yet most
of our respondeqts who had filed complaints had yet to reach any terminal outcome of
thelr cases. We can only present the impact of their experiences at the present
stage in which they found themselves when responding to the questionnaire. And we
can only offer thelr own interpretations of the experience on their institutlons,

keeping in mind the limiations of such responses,
A, Impact on the Individual

At one time or another, most of our respondents experience a strong degree of
anger as they firht sex discrimination in academia, and they keep their anger to

themselvesy

"Let me try to descrite my reactimn when it was cleer that the univexsity
wasn't going to make me an offer, I was on the job market at the time

and felt that the people they were locoking at were way 'inferlor' to me,

and that they simply didn't want to hire a woman and certainly not a fem-
inist, and that they were'therefore downgrading my abllities, My reactlon

was to just withdraw from everything - wouldn't talk to anyone, avoided the
office, tried to sneak in and out when no one would te around, I had so

much anger and was so hurt that I just couldn't deal with it all.”

a
This also includes the frustrating experience of seeing that/few women do the work

for those unwllling to zet involved,

"I have teen frustrated at the non-involvement of other women who let a
few do the work for them, at my own and the Committee's lack of know-how
atout working within the university system, at our lack of actual power
as a conmittee, and at the tendency to let the have-nots (non-tenured
faculty) carry the burden of discrimination,”

and which may end in disappointment:

"Trylng to make 1t in the system...is the way to self-destruction.”

But often mixed with anger and frustration are other combinatlons of feelings,
such as resentment, bltterness, isolation, rejection, discouragement, self-bHlame,

and fear. The following remarks illustrate all of these feelings, and others

besldes:

"I guess I have teen a very slow learner, trusting somehow in the justice
(eventually) of the system and for myself, But this year I am consumed with
anger and irndignation. 1 *cel as though I've teen had for these past years
and now with the job market tight, my real responsibilities for my children,

IERJ!:‘ and the view from telow as I watch my once-upon-a-time peers advance through

s, the ranks (even my students are assoclate professors already), I am resentful
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and bitter., Some af this bitterness, of course, turns inwards I should

have teen better, I sheuld have looked out for myself. All the knowledge

we pass onto students, including aur understanding of the politics »f
organizations, I could not activate in derms of my own career. I have this
nagging self-doubt that maybe I really am not capable and who the hell-do-I-
think~I~am playing a% professor? I don't have the basic self-confidence that
1 am hireable, capable, competent, etc,, and goning through the process of
Job-finding encourages all these fears."

A more specific situation of an already employed woman indicates the costs of sex
discrimination for both the prbtestor and the entire department, including the

students:

"The result on the department has bteen complete fic nentation with almost

no communicatlon acynss 'sides,' The chairman feels a great deal of
pressure from my professional community to appoirn™ me. tcconse I am well
Qn-ificd, and his reaction to that has teen to lLhainos me in every possible
Wi, oo otudents requested that I be allowed to tvach a certain graduate
courve. and his answer was 'over my dead btedy,' so that the 111 feeling
ever 1:% .5 1ts toll down to the student level, I have kecome totally

bitter about the whole thing and will probably leave the university, even
Af I win the case,"

And the human cost can te substantial:

"The wvezl guestion of all this 1s cast, not only the cost of a lawyer or
threat of a job, but also cost 1n an unbelievable amount of human energy.
Between all this nonsense I am trying to write. I have souc ilas cut-
lined and when *free' (from the appeal, from the haggling, etc.), do write.
But there is a fury in me that so much intelligence on both sides and
humaneness ls squashed in the process of continual dlscrimination,”

The result of Involvement In change may sometimes be drastic:
"I ghall protably never be the same in my cutlook on 1ife. I never knew

veople could te so treacherous. Posslbly this is so out of a real fear
of telng fired."”

Perhaps even more serious than the effects on the personalities, physical and
mental strength, and the morale of the responding women ls the impact which the
experience has on their careers, bolh actual and perceived. Zarlier we sas how
engagement in open confrontation often reached the point of administrative reprisal
in blackballing, firing, and blacklisting women who had filed complaints, In some
cases ihc damage appears to be severe znd !ircparable, One woman summcvizos suce
cinctl& tiie Jmpact of her invalvement oun her careeri

" I was slaughtexed as a scientist!®

Another speaks for all protestors:
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"There must be some way to prevent other women from the destruction of their

professional careers when they fight illegal sex discrimination!”
But even women who file complaints after being fired find that their careers have

teen seriously affected. The unemployed woman may reach the point of desperation,

especlally when she has children to support:

"I must feed ard house myself and my children. How can I do that without
switching out of academia? I am untouchable from the point of view of
academia notwithstanding my three degrees from Harvard."

And the woman fortunate enough to have found another job whlle waiting for a
Judgment on her case finds her career moving in a regressive direction:.

"I have experlenced difficulty in finding a new position tecause of my
activities, although I finally have found one at a lower salary and a
lowee pasition within my grade than I enjoyed tefore,”

In a Few oo the impact of the protesting experlence may have negatlve con-
sequences for future feminist activism, A pledge to couforn is one outcome:

"Should I obtain another job, I plan to conform and 'take it.' T badly
nced the money, tecause selling blood just does not pay my expenses, and
I cannot get my unemployment check until late July."

Another result is hesitancy to speak out tecause of fear of being blacklisted while

searching for another job:

"Jlere I to declare that I know for a fact that I have teen blacklisted
in my field would be extremely risky. In fact, I am not going to really

complete this forxm. Too bad, the system goes against us even as we try to
Wwork our way out of it,"

And, flnally, the treatment received by one respondent who protested sex inequities
has negative ccnsequences for the institution itsclf,

"Jhat I have teen doing was the activity of the typically allenated.

I have withdrawn from the department and am taking what I can from it,

I fulfill all requests asked of me but I have not forged ahead on my own
creating new courses, new progrars for honors students, etec."

and especlally for the students, as toth this and the following case shous:

"Iy case has aroused a surprising amount of really vicous resentment in a
sizeable mmter of my male underiraduate students, especlally those in lower-
division courses., They apparent.y feel very threatened by a woman who stands
up for her rights! This has made some unexpected difficulty in relating to

certain classes in the way a gocd teacher should, a difficulty which I had
not experienced tefore,"

The effect on the protesting woman is not always negative or destructive, 1In
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the outcomes are successful, motivate most academic women protesting sex inequities
t~ nove in other directions:

"I was told I couldn't bte considered for a job in charge of an inpatient unit
tecause that job wouldn't te given to a woman with young children., The re-
sult was that I was furlous, depressed for months., I didn't say anything
at the time, but the experience radicalized me, resulting in my actively
agitating for, and getting memtership on the American Psychlatric Associa-
tion Task Force on lomen,"

As thls situation 1llustrates, these efforts may bte aimed outside the campus., But
they also occur on the respondent's own campust

"For me it is not the open hositility, or bad jokes, or any of the overt
tehavior but rather the indixect and subtle tehavior which 1s the more
difficult and frustrating to deal with. The 'enemy' does not attack but
rather lgnores my existence, Memos pass from one level of administration
to another without even stopping at my desk, Meetings are held which affect
my program and I'm not even iavited to attend. =xperlence has taught me that
respondinz to sach incident only wears me out and seems to have little or no
impact on the institution., My counter stratagems, as they continue to devel-
op, are therefore as subtle as the initlal discrimination. Chief among
these strategies is bullding a female counter network. This 1s by no means
an easy task since many women feel insecure in their positions and uncom-
fortable atcut helping another woman. Once a trust base can be established
these relationships can Y%e mutually teneficial,"

Certainly, the effect on all our respondents has teen to raise their conscious-
ness levels to points far teyond what they had teen when they first tecame aware of
sex discrimination acainst themselves or otlers:

"The experience was exhausting, but also exhilirating and consciousness-
raisins, “oth for rme and for those who strugsled with re "

Guch feelings are also usually acconmpanied by an awakenirns concerning the realities
of life and confidence in one's own strensths,

-"I feel that my political naivetfis gone forever. [ have tecn verbally
atused and attempts are constantly made to dismiss the issue - and me -
tut I feel more self-respect than I've ever felt, I believe in my intel-
ligence, abilities, and values and will continue to strusgle for them."

appreciation of the concept of siszterhoed,

"For me personally, the most important positive result was learning the
importance of sisternhcod, not just tecause of the sense of warm support it
brings tut the real power, I had always assumed, and teen encouraged to
assume, that academlc politics was something the men did, and women were
rewarded for thelr reritorious performances and for 'teing nlce.' 1y sis-
ters, faculty and students allke, made 1t possible for me to weather the
psychic shock of discovering that the sky didn't fall when you kicked back
hard, if you were kicked, Anger alone would never have teen sufficient for
me personally to have survived this whole process.”
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and involvement in a purpose:

"The experience of working on the University Committee has had several effects
on me: a feeling of lnvolvement and purpose.”

Without question, the experlence of protesting sex inequities has a strong im-
pact on academic Qomen with serious implications for thelr academic performances and
thelir professional careers., Nonconformity to the norms of academic and female ote-
dience indicate that temporarily, if not permanently, the int -tual talents of
these highly educated women are diverted from the task at hand and wasted in the
dally round of flghting discrimination, It is equally evident that personal experi-
ence is also a highly radicalizinz one., %=ven those women who are at first unaware of
what might te involved when theychallenge authority acquire a deeper understanding of

the values emtcdied in the women's movement,
B, ®=ffects on the Institution

The overwhelming consensus ¢f our respondents is that—if any gains were made at
all, they were far too inconsequential to bring atout discernible changes on campus

concerning the status of women, Cnu respondent, expressing such consensus, states,

(]

e

My impresssion of the whole effort, leocally and nationally, is that there
i1s lots of nolse from every segment and very little action.,”

and another says,

"The only change in the institution is that the wen are bteginning to 'talk"
a tetter story. Dut there has teen very little action.'”

Another variatlon 1s that one individual's case is not enough to compzl change,

"The committees created tecause of my case still exist and operate, but they
do not furnction adequately to help women who are oppressed by the insti-
tution. It would have teen extremely difficult and probably impossibdle
for me to get an appropriate teaching position anywhere in this country
if I had not won this battle. However, this kind of charismatic event
does not nmanage to bring atout permanent institutional change."

whlle another respondent feels that there 1s still hope:
"My strategles have thus far only made it possibie for me to survive and
functlion at this institution. They have not as yet been effective in
changing attitudes or tehavior...but I still have hore,"

But many women also see a combinatlon of effects of their participation in pro-

o :
E[{L(}t activities, One of these is consclousness-raising for those women seeking change
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and a sense of camaraderisship which may bring about the desired and hoped-for change,

"There is a problem, of course, in maintaining spirit. Occasionally setbacks
unite us; at other times they weaken us, All in all I think women have
tenefitted in that we respect each other more, know each other tetter, even
though CHANGES in hiring practices, salary schedules have not. In other words,
our values have teen aired - they go far beyond job titles and money. They

s¥%g??t a complcte revolution - a feminist revolution which cannot te 'tought
off,'"

whilg another 1s consciousness-raising for the entire academic community where some

visible changes have taken place. Here is one such example following the conclusion

of hearings whexre the results are still pending:

"Whatever the ultimate disposition of the complaints, the impact on the col~
lege has teen enormous, The hearings were very well attended by students,
faculty at all levels, and alumrae in the arca; they were also written up in
the local papers. What emerged tended to s0lidify and in some cases gilve vilw
for the first time to felt dlscriminatinm v MR (ol veqo aronn R Sladents,
faculty and stafl, ¢eaks and malds, otc., There is stréng SUPpoOTrt Lo f£ind a
woman precident; this fall a committee of tho faculty on the status of women
at the college will be formed; a committee studying tenure policy has teen
put under strong pressure to come with scme real reforms in the system, The
collerre has bteen put on the spot to defend its concern with women and to say
what it has done to promote women'’s self-image, etc. The most interesting
result, however, has teen the demise of the college dean and her replacement
bty a known sympathisizer with women's causes...

The apprearance of a "known sympathlzer with women's causes" in the atove example

is illustrated in another rare example of concrete action involving an entire univer-
slty system where an acaderic woman actively protestlng sex discrimination in her
professional associatlon was appointed to a cabinet-level administrative position,
Hor task was to conduct an extensive study of sex discrimination in the entire systenm
with the accompanying mandate to assume the responsibility of implementing the re-
port's recommendations, In still another case the visible changes following settle-
rent of a sult were limited, tut the still-employed protestor performed an important

function:

"I've teen cited as a precedent in several other battles for tenure for women

there, and a few of them got it. It has greatly Iimproved my own feminist
consciousness."”

Sonetimes the sensitizing takes an unexpected course with mixed results:

"As a result of the hassling the Lepartment decided that they needed to hire
after all, and they drew up a new Jjob, altering the Job specifications so
that they would have a ratlonale for not considering me, Hundreds of appli-
cations poured in, for people were interviewed by the department - All of
them HOXEN, Quite a shift in tehavior for the all-male department! HNot sur-

nrladnelee reavhane  dha wpabact Af tha Ay uaman wass R1a- 1 1
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The atove quotation also raises the question as to whether institutional resist-

ance (or threats to professiona. . o tence) may lower academic standards when

the most qualified women are refused appointments.

In another situvation the feminist may te able to ilnsure a degree of self-

protectlion, tut not much institutional change:

"I telleve that most of my colleagues hexe are quite aware of my positicn
on 'wom2n's' issues and would Ye less likely to take any overt sexist
actlons towards me than towards other women., Unfortunately, I do not

think T have teen very successful in removing tarriers that exist for
otrer women here,"

Part of the reason for the lack of substantial change towards equallzing en-
ployment opportunities and conditions of work for academic women is that rood falth

efforts have not teen made to inticduce and implement Affirmative Actlon Plans

according to the suggested guidelines:

"The impact on the university is hcartbreakingly mininmal. The department
continues the policies and attitudes which contribtuted to my discriminatory
experlences, apparently feeling that after the settlement with me their
consclences were now clear and they could revert to the status quo. 1 find
it inconcelivable that they will ever hire a woman faculty member. Ve have
a woran Afflrmative Action Cfficer now on campus, who is intelligent and
personable, btut she has no tenure at the university, she works only part-
Lime on arfirmative action ard has no staff or telephone facilities to
assist her ~rd hor position with respect to hirings and promotions 1is

advisory <. "7 of which secems inadequate to effect slanificant change
in this most 0 . iltrant institution,”

The untending rule of departmoental autoncmy evidently subjurates even adminis-
w Y J w J -

trators who are responsible for the cquallizing sroccos in affirmative actlion:
"lhe only cases I've seen in which the individual woran involved in such a
case comes out unscarred Is where some hlgher btcdy in the university talkes
up her cause agalnst the departrnent - and that is prctty rare. 2Zut
typically, after a few female casualties, most departments suer to go on
to hire their ‘goocd' woman.,"

But pert of the reason for lack of change may be attribtutable not so much to
lack of good faith efforts or ignorance tut rather to the refusal of some adminis-

trators to listen to the protestors and to heed the recommendatlons of their own

faculty:

"The Chancellor never answered us directly tut acted instead, prodded no

doubt by the letters that had tcen sent out by the two women's groups to the
Regional Cffice of Wi, the ASA Committee on Yomen, the judpme trying the suit,
the campus Affirmative Action Officer, etc., Uhat the administration did was
to squash the department's rocommendations so that nobecdy was hired."
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Another reason may be that inadequate controls exist to curdb sex discrimlination
because of its pervasiveness in academia, and trustees are not the oniy derelicts:

"The prodblem is that the AAUP is good in supporting complaints by faculty
members against the administration of their institutions. 'Yhen it comes

to sex discrimination, however, the faculty is just as gullty as the admin-
istration and the AAUP is unwilling to investigate itself.,"

Outright refusal to accept the principle of tenure and to comply with a positive
finding of a government investigation may te yet another reason:

"I was 'fired' in spite of my tenure in July, The findings from HEW were
positive, but after the university refused to comply with my demands, I also
filed under state law with FEPC,"

And finally, the reasons academic women may have been unable to effect change 1is
'that they have had to confront overwhelming obstacles:

"I telieve that the only thing that will stop our oppression is the progressive
transformation of all the institutions - of all the people, I cannot stop
the university and I cannot change it. I do not believe that any of us can
change the institutlons in which we exist - personally, In my flve years
here I did a lot to transform the university by transforming the students.
But the people in my department found me threatening because 1 was different
from them - because I was revolutionary and this threatened them, They
didn't like me as a woman - they held me responsible for their wives' in-
terest in liberation, they found me threatening to their own marriages and
generally to their own lives ~ professional and personal, I believe that
any woman who threatens the power of men at a unlversity will be fired unless
she's such a big shot that they can't, and then they will just punish her in
different ways. People who are addicted to control cannot allow any kind of
freedom from thelr own values. I believe you need to have a deep sense of
anger and a great desire to fight under all kinds of attacks in order to
deal with a university because they are powerful and just wear you out,"

Institutlonal change is slow, ‘“hen the institution happens to be academia,
change appears to be exceptionally slow, according to most respondents, One woman
alone, and even groups of women, still encounter overwhelming odds to turn the tide,
The abuse of power goes uncontrolled, and other long over-due academlc reforms, which
would benefit the entire academic community, are still to come. At most, the pro-
testing women may have begun to prick the consciences of those who would deny them an
equal share in the academic rewards, to introduce some revisions in grievance pro~
cedures, and to widen the arena of support towards achieving sex equality, if not on
their own campuses, at least elsewhere. in thc soclety,

Our investigation shows an increasing commitment of protesting women in the

El{i(?'s movement, despite the shattering impact which the experience has had an mone
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of thelr lives and céreers. Often unwittingly, they have placed themselves in the
vanguard of changing the status of all academic women. Eventually, they may even
succeed in converting the tokenism of the present to an institutional structure
which enhances, rather than undermines, the very essence of higher cducation's

purpose,
IV, ACCOMPLISHMENTS AND FATLURES: AN ANALYSIS3

Thus far we have identified and discussed four response patterns of academic
woren to sexism ani sex discrimination and have indicated briefly the effects of this
experlence on their own lives and their institutions. In the course of this survey
we have presented portlons of the accounts of these protesting women which typify
the experiences of others. Our analysis,. however, was focused more on the process of
stratagems and counter stratagems than on the outcome of this process for achieving
sex equallty, Of course, we are neither concerned nor able to pass judgment as to
whether and to what extent the grievances of the victims are justified, But it
tehooves us now to attempt an assessment of the gains and losses deriving frem the
protesting women's stratagems and speculate on the underlying forces of each of the
response patterns, Such an evaluative analysis will lead to some concluding remarks
concerning the efforts of academic women to effectuate reform in higher education

and alse permit us to make a few recommendations for further action,

A, Tdeolcgical Pronouncements

According to our respondents,delitcrate cfforts to scnsitize acadsmia are

11lkely to be quite successful, Thus, incidents such as refusing to serve coffee or

31t is likely that our convenience sample may be over~reprcscnted with respondents
who had unsuecressful cxperiences, Since there is no way of ascertalning whether and
how extensive such possible blas may be, it would be inappropriate to draw quantita-
tive Inferences arout the state of affairs on a nation-wide basis, On the other hand,
there seems to e sufficient evidence to draw Ainferences about questlonable adminis-
trative practices followad by 2 good numter of educational institutions, For it is
important to nots that each informer reports a case which very frequently involves
O :veral women and the whole or a good part of the Luwezucratic apparatus on hor
£1{L(hmpus, and sometimes includes an entire state-wlde campus system,
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Lelng a secretary in econrfittoe meetings, disapproving sexist remarks in lectures,
demonstrating that academlc women can te toth mothers and professors, and teaching
courses on women may effectively change values and attitudes about sex roles in gen-
eral, and about thelr own roles as academic women in particular,

The respondents also feel that their attempts to expose sex discrimination on
the campuses across the country have ralsed the consclousness of other members of the
academic comrunity, as well as their own. Committees and other groups of women air
the same issues and problems with reports and resolutlons for equal treatment and
equal opportunity for women on the campus, Younger male colleagues are more open and
willing to discuss sex discrimination as an existing problem, And desplte some male
backlash and scorn by some faculty women who "never felt discriminated against,”
most administrators acknowledge the existence of sex discrimination and promise ﬁo
correct lnequities,

The point I would like to make here is that neither sensitizing nor consclous-
ness-raising efforts are 1likely to te resented (at least openly), since they are
perceived as ideological pronouncements in the current wave of the feminst movement,
After all, Instltutlons of higher learning are supposed to te the citadels of such
virtues as tolnarance and falr play, learning and teaching the truth, and, above all,
freedom to express one's own ideas. lNoreover, such ldealistlc pronouncements are
tolerated - in fact, often publicly promulgated - as long as they are not accompanied
by requests for correcting specific inequities requiring funds, do not question tré-
ditional policies and practices, and especlally do not demand changes in established

decision-naking channels and centers of power,

B, Campus Pclitics

This sense of successful accomplishments fades away as 1ldealistlc pronouncements
are followed by requests for correcting grievances with respect to employment and
professional status, Then the grlevance process is no longer purely ideological in

o character, It leaves the idealistic sphere and tecomes essentially a political move-

ERIC
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dominated system, UUithin this context, the fortunes of academic women may frequently

and to a considerable depgrce depend on campus politics rather than on academic

credentlials or competency,

This 1is an interesting and highly significant proposition, Of course, no one
can know with certainty the role which campus politics may have playcd in each of the
reported cases; and our pilot survey was not designed to test such a hypoithesis., We
can only draw some concluding obtservations inductively: and the pattern of successes
and failures seems to suggest an interpretation of events consistent with our propo-
sition:

Individual gricvances may involve several administrative levels, including the
president or chancellor, But at :hls first stage of the grievance process complaints
are handled and usually resolved at the departmental level, for it is herc that
Judgment on matters relating to the academic discipline is passed, But when the com-
plainants are women who claim sex discrimination, in rost cases they are successful
in seeking redress to their grievances for reasons unrclated to the professional pre-
rogatives vested in the department, In other words, now the norms of departmental
autonomy may or may not te operative, including adherence to customary .procedures for
evaluating the professional competence of the protesting woman., Let us look first at
sore 1llustrative cases which reuvort corrcction of inequities where professionalism
1s irrelevant to the attalnment of success and where decisions are made on the basis
of non-academic crileria,

The process tegins 1n the male-dominated graduate and professional schools
where women aspiring to academic careers find that the last lap of their training
assumes highly personalistic proportions with male professors seeking sexual favors
and subjecting female candidates to unnecessary tests of endurance not accorded males
tefore gliving the nod for the sought-after degree. Despite the disadvantaged posi-
tion in which these women find themselves, %some refuse to pay the pricé, but others

find 1t easier to do so,.

)
E[{I(j Once having secured the proper credentials and entered the academic marketplace,
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achleved by the women in the two cases of nepotism was not at all attributable to the
customary privilege of the department to judge the woman's worth on ground of profes-
sional competence alone, 1In the onc case the wife was hired after the husband re-
signed; then the husband was rehlred and both got tenure, The stratagem worked because
the obvious evasion of the nepotism rule had teen 'atandoned at nearby institutions’
and tecause 'helpful in overturning the rule were the concerted efforts of women in
my department’ and, furthermore, tecause 'thelir strong feclings.,.were heard by a

sympathetic department chairman.r Here again, success occurred because the criteria

were not academic, 1w, consider the woman who insisted that pregnancy was no reason

for telins refused re-appeintment, Agailn, the pregnancy l1ssue had such obviously sex-

ist overtones that noonec could argue openly that beinz pregnant might impair her

teaching effectiveness,

’

Stratagems unrelated to professional criteria appear to te successful even in

cases where women are denied redress to their grievances on grounds of alleged lack of

professional qualifications. This point is demonstrated in the case of the 1espon.

who was derled promotion tecause of "teaching incorpetence" on the basis c¢f using a

“non-academic text." The faculty decision was overruled by the president of the col-

lege tecause of the threatened adverse publicity. The two important points in this

nase are that the alleged teaching incompetence was tased on very shaky grounds, and

the non-academic ccnsequences of adverse publicity were considered to be more serious

than the use of an unacceptadble text,

iiore often, however, the excuse of prelossional 1ncompetence is inferred rather
than expliclitlystated. Consider the respondent who decided to fight after two years
during which time she had tried "to peacefully negotiate within the department..,
power inequitles rademy btargalning position weak,” and "the final discriminatory act
was the depaktm@rt's recomrendation to the president that T te replaced.” Altnough
the question as to whether or not power inequities necessitated her yeplacement nmust
remain unanswered, the fact 1s that in the peried of two years no evidence could te

vroduced of incompetency - the only valld excuse for denial of her demands for

Q
[ERJKZItable treatment, Tt thus tecame necessary to avoid the professional lssue
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altogether, and the woman's persistence and "troublemaking' nature was used against
her In the all-male department, One such predicament 1is cnough to place the depart-
ment on lts suard, necessitating careful screening of other potential female candi-
dates for any proclivities to protest activities. For once cempatént women are
hired, 1t is d1fficult to find believable excﬁses to turn down their demands. This
would include part-time employeecs who might eventually seck "regular" positions,
as well as women requesting promotions and salary raises,

The sovereignty of departmental professionalism is vividly portrayed in the case
of ancther rcspondent, Although the minority of a department favored her appointment
to "a job openlng with specifications fitting" her qualifications, the "department
was successful in claiming that they had no position avallable," Neither the Lean of
doren nor the other college organizations, including the college union supporting her
aprointment, could "budge the department,” It appears that academic qualifications,
no matter how lmpressive they may te, do not help re-employment of a woman who dares

to expose the inequities of sex discrimination., In another example, despite the qu. =
fications and proven conpetence of the part-time woman who attempted to legitimize her
de facto full-tire status, she was not only humiliated by teing required to re-apply
for the avallable position, tut she was also threatened with denlal of prospective
tenure (and thus permanent enmployment) by the department chalrman which her new status
on the "tenure track" would command, Evaluative criterla based on competence were
clearly subverted in toth these cases whoere the women were attempting to get "toth
feet in the door,"

There arec other cases of academic women using the ''channel approach," some re-
porting successes and some fallures, such as the casc of the president granting pro-
motion and tenure "several months after thce terminal contract was issued," and the two
cases of -authorship where the response content does not glve us any clues to substan-
tlate or refute cur proposition. 'le cannot deny the presence cof other considerations,
including the possibility that all the women met the professional stahdards of the
dymartment.  lelther can we deny the fact that the adminlstrators involved in these

ERIC
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consisteacy of the resnonse pattern of successfully resolved arievances is striking
and secns to sunnort oir oronosition that nroner credentialisnm and competence are
accerded far less sionificance in the decision-malking nrocess for women than are
factors havias nothin- to do with rossession of the necessary qualifications. This
mray also ke true for men 17 we accent the oft-discussed premise that the "buddy sys-
ten"” is indeed an academic reality. 3o that as it may, tecause academic wemen also
tend to re as qualiTied and productive, and oft:n more so, than their academic male
peers, the norms relatzd to academic competence sbrehow become less salieat in order
to justify maintenance o7 the status cuo, It may be that the woman who insists on
equal treatnent 1s jud-ed rmore harsihly than the one who dces not complain or indulse
in feminist activitics, TheYa~ksrounds and achievements of our respondents surgest
that some extremely talented women are rejected 1n the hirlng process or denied
tenure tecause o the trinle threat they wose to male colleasuess competence, strong
self-images and assertiveness, and commitment to women's rights, The academic fem-
inist who states succinotly, "I telieve in my in£91ligence, abilities, and values
and will continue to strumzle for them" is likely to ennc'ntpr further career obsta-
cles than she is rrescatly euneriencinz,

3y comparison, thone cases which report partially or totally unsuccessful re-
dress to grievances se2n to involve lssues related to professional depart.esntal pre-
rogatives, The consistency of the resnonse nattern of unsuccessfully rosolved
grievances seems to suwncrt our proposition that camnus nolitics ratner than acadenic
credentials may determinz the fortunes of academiz women more frequoatly than for
men.,

It is important to rcalice that in some schools deparimental soversienty may pre-
sent 2 sericus 2ilemrma to administrators ahove the dernartmental lovel Tarrins overt
or prevatle sex diszecrininatory denartmential decisicns, they must nz2intain the pro-
fessional and noa-nclitically motivated imase of the departrment, Hven with sincere
intentions to coryoct sex~criented incguities, they are freqeuntly unable to dete

f

dn

@ teore professicnalisn ends and departmental solltics regin, At any rate, eoven

ammEmmihey do realive that a desartrmental decision 1s politically motivated, they must
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2nt or chancellor in particular, have no intenticr of cor-

equitizs,
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and renuataticnal outceone derivin~ from the woman's actions and hls own resnonse,
In short, he nust nor ~ive this matter seriosus thoucht and time and he must make an
important decisiosn as to rhether he intends to pursue a hard-line strategy or to
make sone move towards resolution of the erievance, It is likely that at this peint
he may also derive some idea as to how far he can ~o with the local compliance

agency where the comnlaiant has been Tiled,

1, Administirative lesistance,

Cur resvorses indicate that most administrators who have resisted the protest-
ors prior to thelr filinr complaints continue to do so. Nevertheless, an assessment
of the situation and its imnlicatlions for their own positions, together with the
unwelceme onrosnect of a ~overanent investigation, orompts some administrators to
move towards resolvinzt the complalint, The road taken terds to .be cautious, leadinr

~us to conclude that they are simnly attempting to placate the complaining weman
while usin~ a brushfire or "token" stratery to the whole problem., In other words,

- any "success" achieved by the protesting woman is limited to full-time rather than
part-time workers and to the recruitment of new faculty at lowsr ranks, and more
ofter invelvaes small salary "adjustments" rather than nromotions, esnecially the
achievinz of tenurxe, T“or example, there is the admlnistrator's atitempt to quiet
the woman with “an insultine 15 a month adjustnent," while at the same tine giving
several other women "very low salary adjustmernts”; there is "some 1lip segryvice”
through hirin~» several uwonen whn were "mostly token apnointments™; there is the case
1n which "the part-time women filing the complaint with 77! lost bui women in the
'remular' nositicns won'; and the case in which “HIJ could not ‘nrotect' me because
the zuidelines de not cover 'part-time workers.'" Thus we see that whatever gains
are achieved by acaannlc wemen are not only of toten nronortions, but they are also
unplannsd for futowre voars and also considered to be ~rossly unfair., In fact,
"success" is only a tsmnorary move grudgincly made towards resclution of a larger
crievance which i3 un’erxr consideration for further action at some unstinulated

Q i , . )
E [(jlture time, 2 522 that terure ard full professerial siatus are the forbidden
Phrir o e
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fruilt for womer who have teen long overdue for such mevit, And we see that the
dlsadvantares of workine rart time in academla are increased manyfcld since such
enplovees are denled even thelr constitutional rieht to protest inequltadble treat-
mert, In the light of this evldence, prospects for more poslitlve changes appear
dim ard continued exploitation of acadenic women loonms larce during the present
pe -1od of academic hard times,

a closer look at this experience reveals annther pattern. *hile others =ailn,
the woman filing the complaint selder does. The same is t:iue of women filine joint-
ly. In fact, not only dc protesting komen beceme the sacrificdal lambs, but they
may also find themselves, unexpectedly ard in varylns decrec, the cblects of some
kird of reprisal, "There has been no action in my case" nay or may not gladden the
heart of ore losing woman, but another who says that "much has chanred fcr other
womer,, tut 1 am unemployed” is clearly unhappy, It is one thing to see somebedy
teneflt, tut quite another to b the one whn is punished for havins rocked the
beat, “etaliation for having filed a complaint is even used arainst orsanized
wenen's groups who file class complalnts, “The grouv stratesy was very effective,
except that at least one of the women involved is nc lonrer at the university," and
"most of the women who were associated with the complaint were not called to teach
azain,” are only two of the many examples voicine this concern, But backlash may
strike at all the women on any cone canmpus, even those rot involved in a complaint or
suit:s "Since we wrote cur initial report and “iled the complaints, the salary cap
teilween men ard wemen faculty has widened," and "men with my qualifications have
teen promoted tut no women," “inally, the painful lesson is learned by a few women
who decide to throw in the shovel: "Should I obtain arother job, I plan to conform
and take 1t."

Cre inportant conclusion to te drawn from the above is that some colleese and
university administrators exert all the vower at thelr command towards winning the
case, annihilatin- the "troublemaker," or at least keenirn~ her in her place, low
can we explain thls continued resistance to resolvins erievances?

Q
E;BJ!; First, the adnlnlstrator may be unwilline to assess carefully the costs of
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continulrng discriminatien as agairnst the costs of correcting inequities, Cur evi-
dence dnes rot seem to support the rationale that the prime intent is to keep the
Pandora's tox shut. Compliance in affirmative action deces not entail a massive ard
instant re-ondering of financlal prierities, Assumlnz that the correctien of lne-
quities 1s irevitable throush affirmative actlon or other lepal mandates, sanctions,
and continuinzy pressure from various groups, in many cascs the cost of resisting
even one complalnant is so heavy that it cannot Ye cxplained, Administratnrs scenm
willing to spend large sums of money, also measured in time, to fileght their own enm-
plpyees by convenlnes endless committees, hiring expensive lawyers, and covering up‘
their true intentlorns in a varlety of ways, includins rewarding the wrong women,
setting up 1neffective offices for wemen's 1ésues (1ncluding Affirmative iction
offices), all the while publicizineg their comﬁitmcnt to wemen's richts, Nor can
the rationalization be accepted that some males are alse discriminated agalinst and
that upsrading wemen fosters reverse discrimination: affirmative action does not
even pretend to tenefit women to the detriment of men,

A second reason for administrative failure may lie in the fact that many aca-
demic executives lack the managerial skills to hanile problens as complex as those
emanating from sex discrimination, The task of 1irte«ratins an already avatladle,
hizhly educated arnd skilled lalor subgroup into a system where both the places and
the rewards are scarce requires an understanding of human dyranics as wkll as know-
lege about crianizaticoral Tehavior and acadenic disclplines, Our respondanis speak
frequently of lmproper hardline of their =ricvancesy of the lack of procedural chan-
nels for falr hearin~s; of the unclear criteria for hiring, promotion, and tenurey
and of shiftires policies on employment practices, On some canpuses institutlenal
rachinery for minimizing strains 1s not even in existence, and it has ofien taken a
case of sex disérimination to tezin twuildinzg such machinery, "The university was
compe 1121 to create comnlilices tn deal with the nreblem," Thus, even éfforts
towards resoluticn which may hé made in egcod falth may te urndermined becanse inade-
quate procedures exist for pursuln~ erievances, and plannins seems to te makeshift

Q
IERJf:or ephemeral, Such adminlstrative practices attest to zross mismanagement in our
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institutions of i wer educaticn,

Slosely tiad ba Tacl oF veod manacement is the inability of alministrators te
understand tre natare o ey Alscrimination cennliaints, let alone avnreciate the
marnitudia of fhe consequences For falline to cemonly, Ivnorance of leral implications
may freguently o the ciher side of manarerial inexverience, partially exnlaining the
brushtire solution 4o vroblens of sex inequality., 7or the movement has created new

nroblens pover ennsuntersd hefore

)
wab o all trese nlasslitle exnlaraticns nay in many instances not be sufficient to
explain the rumerous adninicirabtive st - e, aherations, and rear "social
crimes,” exist attitudes aay %o an Imrcrtant evnlapnaticon oF situatiens which seme-
times seem o amount o Tlittle lfater-ates ‘uthority has recn challensed by a
wonan in an institoticn whers coedisnce is rejuired of all, Zrotrsting women scem
to e Judeed mere harsnly than protestine men,  In orven confrontation coenfllet ap-
cears tc re raduced to nerscrnal fterms; rany cases susrest stroncly that such is in-
ieed the situatiorn, Thus, renrisals are even more severe for wem2n whe venture out-

side the channels of adnirlstrative authcrity, vubliclice their defiarnce, and other-
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throuTicat our cases irvelivine covernment avencles or courts that admirisirators ar
flasrrantly viniatin« or nverly floutine toth the snirit ard the letter of the law;

their arrceance sezna ho have no limits,  They use retaliatcry measures to sunpress

NS

the protestors:  lies, cstracisn, false charees arnd false witnesses irn kanzaroo

courts, charactsr 2ssascivation, divisive tactics, intinmldaticn =and harassment, and
institutinnal vicience gonztines reanine bratal force,  Tenuld it ke that the achleve-

ment of equrlity Tor gnadenis wonen also threaters ihe tale strorn-anids for hieh-
level ardminictirative =esitions for wormern, includine collesr nresiderncies?  Turther,
couad 14 alscte itnat the aohievement ef cnuality for asadenic women may 9ven #¢ so

far as o threatorn all the traditiornal institutional aryrar-erents throush which krow-
edme is acguirel ard veredtuated, ireludine questicnine the ver: coriont of Hnowledge
150187 Chherwiss, now 2an one eztlaln the fi2rce resistance t> all the chanwes

Emaa ceSsary o effestuate equality and gieartee a falr and democratic clinate for all
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irstitutes a class action suit. Thus, "a reoresentative” frem “the local Department
of Lator Office” wal'ed into the nperscnnel and payroll office,” "our Deans consulted
with the head of cur iffirmative acticon Cffice," and "senior wemen in particular have
tenefitt .d"; and, in another case, "I was given a 1,750 raise for 1973" with the
‘sressure Yrousht by UM whleh alse "ancourared the hiring of a few women faculty,"”

It 1s inpor*ant tu stress that government action in these tynical examples has
produced cnly nartial and temporary resulis (the salary raisc in the last exahple is
for one year only) with the administrator makine the resture to deal with the come
plaint rathner than w5y orter of ihe asenrcy., Thus we can questlion whether the acencies

en define thelr functicns as compelling compliance, ™ut other exnlanaticns rather
than derelictlon of duty are possible, and further research must confirm the vresent
findines. Cne ewplanation is that acency interventlion is strengly resisted so that
other than totally izncring the agency, the administrator in effect defles it with
tozen compliance: 'Their  ffirmative ‘ction Plan to hive more wcmen has not brou<ht
slenifizant numters of women tn campus," .nother is that the wovernment officlals
themselves use the same hard lire which the administrators use: it may re that these
officials, workin~ in oureaucratic orgarizations wher sex Aiscrimiration is also
institutinonaliced and where nricrities rust e established tetween raclal and sex
Userinlnation or in terms of time allotted to cases are verfectly content to back uo
the non-comnlvins adninistratcrs ard allow them to stall or nake only small improve-
ents, It is also sur-ested that sone asmncy officials may even rend over backwards
Lo b2 accomnodating i a xood record is nade on the racial front, . few of our re-
sperdents suggest aven collusion, And, Finally, naybe the vroblem - or the protesting
cvoman ~ willl go away in due time,’since there 1s always the prdspedt of her findinz
:mploynent elsewhers to take the heat off the entire vroblem for everyore, The
wercy's excuse of allowins "internal procedures” to eventually stfaightenrthinqsyout'
{ih essence the egquivalent of AAIP's "due process”) can cniy te'called another de-
;iaying tactic and de: Tacto rales the nomoliance offiuialo ddveruazy rariners wlth
1ﬁministrative off cials avalns* acauemic wonen havinq £ poNsT w%atsoover.’ Other—!

[MC it

ek is difficu}t to zive any other nxv;anation as to why some wemen are compelled
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to walt two and even three years after filine- comnlaints Ye ore any final action 1is
taxen,

‘e should ot vase over lishtly any eviderce, no matter how scant, which shows
a firal judement vapdered Yo a osvernmert acency in favor of a prctestine woman, Tor

we reat to &

S

oW the circunetances of the case for the purncse at hand and alse its
.

siznificance for *he wenmen's novement ~eneral 1y,

in ore of the rare cases revorted of a successful resclutiecn of a case (1in which
the coanlairant was satisfied) by a state-based acency tryine its filrst sex discrimina-
ticn case, the arernny's decislion to override the resistine universit, administration
avpears to te tased on an extracrdinarily "strona" case, ™'y oromoticn was recommend-
ed ty a department comnittes, the chalrman, and dean" ard tecouse "I had top oriority
in the derarirent ard nunter twn prinrity in the School of Iiheral '=»ts (17 depart-
ments).”" If the potlor of acalenie "superwoman" qualifies women for opxr~motions, we
ray questien whv cther cases are not broucht te completion with equally favorablc
action., Protestinz acadenic women nake sure that they can prcduce .the haxd facts
needed te prove the discrinination acalnst then, They also make sure that they are
rot -rofessionally vulnera®le, ever to the point of tein~ "over-qualified” (alsov
cause for r2iectlon in nirirs' Yefere tucklng the system with complaints tr goverrnment
agencles nr to the courts, "7 have nublished ten napers and presented ancther ten and

have won a commercation fer exzeellence In teachine" ard "(I rave) fcur bocks ard a

minter of articles in the tast sccioloey journals" ars typlcal statements ¢! women
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vho vrctest inegu attest Lo their publishine accemplishments,

et we have also seen a few cases vwhere sovernment arencles have comnleted inves-

Ar as to tak2 cases to hearings in some instances, but still

with ro £ilnal decisicas. IT the work has teen ccmpleted, what is holdin~ then up?

Assuminu that such "vroeress' is indicative of earrnest efferts te trine conmplaints tQ

a ‘gical ard dust zorelu icn, it 1s possible that much ¢f the administration's case

rests on acadenminally devatatle lssues le,>,, professional couneterca for receiving
(&)

i tenure?, se that the eccvernment officials may be reluctant to make a final judement.

I:Rdfze seen how non~professiona1 criteria are introduced “or refusin~ a wonan's
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demands tefore she cce%s ~ovarnment actiern, ~ut nrcfassicnal incompetence constitutes
te2 orly lomical -rrounds for denyine the complainant's deranis when the connlaint
reaches an agency o~r a orurt, Ldministrative strate~ies to create dilemmas for the
Foverement officials concernins the pros and cens for granting tenure cor premotion to
full srofessorial rark makes it more cemfertadle ©ar the acercy tn stand clear of
the cortroversies in jud~in< academic qualifications, ‘iven whon reutral "experts" are
brought in fron outside the camvus to pass Julgment en the weman's publicatiens, any
dlsarreement atcut the quality of her performance compourds the crnfusion for the
comnliarce officlals lackins similar academic hackzrounds. Thus, there must te a
cleaf mandate for rénderine a\favorable decislion te the orotestine wenman, as the
atove case shews, IF adninistraters sutceed in raisine douhts atout a woman's compe -
tence as thelr only delense, a case can te iaid to rest only threuch a compromise
solution betweern comnlairant and admiristration, Such a settlement made in terms of
a cne-shot salary "adjustrent,” with all the cther issues of the case remaining unr
resolved, seems to me the usualven&inv for these few of our fespcndents reportinz final
outcemes of thelr zanes with government agencles, The administrator ié lven the
verefit of the doutt, .t the same time, by throwing the rest of the individual's

grievancas inte itne preceess called Lffirmative Action, the compliance arency can con-

[

veniently terminate i4s ccncern with the case, and the charsins cormplainart(s) ray
have to tecin all cver avaln., Cre individual who had reached a "victory! says,

".o far I have %ad ‘e offer of reinstatement and #47,000, ©Sut this does rot cover

reredies for ny ccmulaints of nast discerimination”; a memter of a sroup filing to-

zether savs, "Vany women were ~iver ralises ateve the 5,97 stardard increases everyone
was glven, ‘He were a:s0 clven raises (the charcees) tut no promotinns, tenure, back
pay, ete.'; whila *e resrcndent srealine of a class action comulaint savs, "We are
still - rard at work, ete,"

r despite the nudvinz effect which the concept of .Sfirmative .ction may have

on many campuses, it 1c also a process which can renaln in-a state of rerpvetual de-
velopnent ard rever reach the oromisnd lard, ;dministrative oromises df‘mending

\‘1
[:RJ!:'S arademic wajs throuvh estab1isain uffirmatlve Jction O“ficns, anuointing

. ;llmrm«unmc N

x



Pare £9,
officers €5 heal them, conductiae compretensive studies, etce., net only releases ihe
agency frem any further cemmitnent to tindividual ~r vveup complainisz, but alse vir-

tually suarantees that the gnvernment furds will never te withrheld in such an enfless

=]
[

endeavor, Academia lacks a precedernt such as that which cccurred in the tusiness

world when I%T0C used i{ts enforcement nowers to compel payment of 53% milllen in dack
pay arnd incrrases tc wemen and mincrity nale employees of the American Telerhene and
Telegraph Company, And "the university 4s still draseinz its feet in formulation of
an affirmative actlon plan,”" [Lc¢ government agenciss ercnounter more difficulties in

Judeling acadenmic cases because of their nature, or are they moro symrathetic tewards

college ard urlversity orvanizatinns than towanis "bic trusiress" cstablishments?

3., lack of Frecedernce in lavw,

The presert early stasn of the women's movement leaves much for speculation as
to the outcome cf cases brousht to court ty nrotesting women finding no seluticns
elsewhere, Although many of our resnendents irdicate leral sults amcng their actions,
none revort any flnal ccurt judament which would set the stave for cthev cases,

There gaems to ne little dcubt, howevar, that law sults are treated more serious-
Jy by administratnrs than are nonmplaints with coverrment agencies. “ven ‘the threat
of a law sult apnarently has an effect on sonme administrators who decide at that
voint rnot t0~écmm1t tre irstitution's funis and other resources towaris meeting the
exrenses of litiration, 1his may explain the "substantial” results which ore sroup
of women obtained Zecause of the "protection of havine a suit in litization in a
federal court.," A mnariticularly sirong case fer an>individua1 ccmplatinant may aiso te
a deterrent 4o pressins a case in crurt,

Jotwithstandine the zresence c¢f such deterrents, our study shows that scme ad-
ministrators certinue to felliow thelr hard-lire strateey., A pendlng law suit may nct
encourage anloutvof~fﬂurt settlcement, = Acaln, 1t may te that asmlinlstraters and thelr
attorrneys depend on the issue of comueterce to previde sufficient efportunity te
‘eloud up the complainart's case, and certainly they can depend cn financial‘resources.

Q e ‘ ; ;
[ERJﬂ: Gf course, the most important consideratior in law sults is that precedents are
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set for future cases, Jub urtil such precedents are establiisted, for the present even
a restralnlng onder is tweated with r1eat fanfare by the complalrants ard thelr sup-
porters as news travels swiftly frem campus to campus and.is publicized in the

wonen's apd othey rews meila,

2v Where Sistevhocd Counts

althrish ~ur pirrose was to study the process of pretest on campuses, a brief
assessnent of our resporderts' experlerces cutside acadenia is relevant to cur
aralysis., Tor we have attempted to answer the question posed at the teginning of
this rerert as in why academic women have not shown any nnticeable successes at
ffectuatine refexm on thelr ~wn campuses and departments tut have nade:scme goed
teginnings elsewrere, Frngress is noticeatrle in their professicnal assoc¢at tons
where sone vislble changes in particlpatlon have taken place through their activism
in the wemen's caucuses and advisory grouvs. .

3ut we have alse seen that rany of the other activities in which agademic women
utilize their skills have already borne fruit in cne or annther ways witr the full
potential yet to te reachred. Uisplaced anger and «rowine consciousncssihave wit-
ressed the lncreasinm Involvement of acadenic women in intellectual and/ﬁolitical
activities mainly threigh trelr creganlzatioral éffiliatiOns avay Mrom thelr places ¢f
work, ‘These women's crearizations have provided a local and immediats source of
support which the national professicnal groups have had nore difficulity in providing.
Gne possible nutcome Is that sone o° the growing consciocusness and crmmitirent ob-
talned througﬁ memtershio nay be transferred to the campus ttself, Some of ocur re-
sporndents rave lndicated that this has already happerned., For the strcng stand of
organizations such as the ‘jomen's Tquity Actlon Learue (WT7AL) arnd the ¥aticnal Creani-
zatlon for Women [(HCY) . against discriniration in higher educaticr, the com-
plaints filed against hurdreds »f colleges and universities, and the attenticn given
to pressing clalms in the courts on acadenmic . issues have no doubt contgibuted to

campus galins.

[:RJ}: In other words, sisterhcod has teen 1ackinv on campus; it was not 1ackinq in the
‘?“@?@?essional women s ca\cuses and 1n the other wonen s organizations where numters
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and cormen 1d°ntification in a cause were prescnt, ‘hatever the -cauze, lack of
slsterhend on campus s an impertant reasen why academic women protesting sex inequi-
tiss have falled 4o achisve trelr gcals, Vosi of our respondents £111ng individual
complalnis or suits have stood alene en their camvuses ard in their departments, cven
when'there were other women prezent, 7The disturbineg truth is that acadenic woemen have
yet to help epach cther to the degree needed te change their own employment cpportuni-
ties and enndltlons of werk, This cccurs despite all the evidence which shows that
sex discrimlnatlon i{s tlatantly practiced asainst all“the wonmen on campus, 4nd whexe
Wwonen rave tecr tre lore members nf a schoel or a department, other academic women
have ro% reached across fxcm another department or ancther schoecl te provide the
needed assurance and countervalling power, Nost surorieingly, academic women with
tenure? »ho have a clear advaﬁfage desplite their fewer numbers do not extend a helping
hard nor take the iritiative to motilize others for jnint action, In this respect
mary academlc women seem to fellow the typlcal pattern wltnessed aﬁnﬁg their male
colleggues, Those cf nur respordents whn have embraced the concept of sisterhood as
the most promising solution are still toc few in number to have the impact‘which'
st%éng collective voluntary action would bring, Certainly much of the bitterness and
diéillusionment expressed-by our resvendents derives from Laving to face a strong
oppositicr alcne, Ostracism from a cormunity in which prer relatinmnshins are the
very essonce for intellectual stimulation and prnfessional ad"anuement carnot te made
up completely away from-one's place of wnrk even when &ympathetic others are present,

The mere existence ¢f a group of women cocxrdirating their efforts, hcewever, does
not in ltself guarantee succeasful reosults, e have seen how a canmpus group filing
a cowplaint together were all fired in one case, Threse were all part~time wemen wlth
nc tarcainlng power wiatscever, Nor does utilization of every ccncelvable avenue
guarantée positiva astion, The group of women in a large university who did every-
thing possible to turn the tide cn their campus - filed a complaint which "was slaned

by all the tenu:ed women," used "continual pressure cn the agencles to do their job,"

'includino contactinz a senator, "blasted repeatedly to the local press," tried "block

gg:ééglng at the faculty meetinps at which committee members are elected," and hired a -
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lawyer tn Flie sult in court - were probabtly net vet a strcae ercurh pelitlcal force
to see cranse on thelr campus, ~ven thelr connections with the "frienﬁly Dean" who
slipued them the “ata on salaries and sther infarmatiecn had falled tc bring the
scught-after reculte,

Most attempls bo act as ~rouns have yet to see pesitive results beyend some
sriall successes, Ut resnondents who were involved in =2rour actlon have viewed
themselves as an ener~in~ political force with a pnteatial for chanze. 7The censensus

was that chanre was scinz to take place only throu~h collective actlon,

Ve o MPAT DOUS TITL RUTER., GQLD?
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Tertatnly oLl tec uecn bn oascnees the Firal cutoore of nrntest for sex equality
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by academis wemern ~rnothe maticn's catnuses,  Cor excloratory o7Forts te learn what

naspenine doriny Hhe early wvears o© the cannua movenmernt for reform sugeest that at

wts Lo zhanre emvloviment ornrerturities apd condi-

tlans 6° work Tor acadeni:c wenen have et to witress anvihing tevond token and spo-
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some camnusen, Adwitiedlyv, our samnle pay include some of the
st Alsanrointins cases,  ‘ut it aprears that the resverses ¢f 5 academic wemern

gueaxine fay alnest as narnr carmnuses ard camuus systems Ieads to the inescawvahle

cor2lusi~n thab cre wermarn alore or overn crcuns of women cannct easily here to chanee

tha sexist atiitudias and e Testunte the necessary reforme to inrreve the status
¢ acalemis women., Jleariy the nrenlem is multi-dimencleral and requires wulti-~
dinennicngl wurrvasres Fer its sceluticn, Pased nn oour view ¢f these camnuses as

lepicted ty & sawnie ~7 wenen desnly involveﬁ In the mevement for ecox antcality, we
can nolint 4o a fou of the areas where actlion is needed ard suwcest teth sene veneral
arnd se2nifls ways te confrcnt the nrovlen, Cur imwelizste rcal 1s 1o help the dle-
runted careers ~F 54 nundreds of academic women who have ‘een encourazed tn £ile

conpialints, Sene are still waltine for derternination of their cases and seme have

already exterienced cerdoaus adversiting ln their careers, At the sane bime, we nuet

cresin to remove awier shstanlias in academia 14celf which crchikit women Srem peachineg
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trelr full rotantial wy woholars an? taachors,
Gevernment doerniss
T The onrsrnrscd g wrnaies st asase thelr orceractination and ciher duestfi-onable

oraztices, Trere 25 1i4tle doudt 4hat the 707 reoicnal ofTioas take thofy disxotives

&4

I

Srom nlgh o governuent levels vhere foot-drasrinz s heins encciarased apd the Hklce-
tives of afTirnative acticn deliterately subverted, They ave nct revyesartins the
interests of academis women who have Tilled the cemplaints tut rather the intereste

of higrer educatlen mena-ement, Throuzh delays énd staliing, they rrevide adminis-
traters with all sorts of excuses to resist womer and to suppert the sita‘us quo at ah
cest of millicns o7 dollizxs in »nutlic norey, liree the vhrase "within a reasonatle

e geoms to mean that wemen mav have to walt as lonz as three or more

e

vericd of %
vears to have tholr comnladints resolved, ore nivht questicn the way in which cases
ave telne handled, % sheuld not te necessary to wali for court judgments to verify
the extersive danmaze which is teine iohe to the careerc cf acaiemlc women whe file
complairts, AZso, sircs there has heen sufficlent %ime Fer all campuses to develern
Affirmative &cticr Tlans, these should al 1 ve irmadlately reviewad and a tisht imple~-
mentaticn schedule estatlished,
. The government asencizs sheuld net ienere the complaints of vart-time women who
arc an imnoritant nart of the academic lator force. This is a nivhiy dlserimiravine
ractice wnich derles vomen thelr constituticral richts,

2« An argeals process shiould te instiiubted followiny detrerminaticn-of cases vy sev-
ernnert asercles or emvloyers wnich are consilerel unsatisTactory by cemplainants,
Such avceals sheull inclule ecrarees corcerrnine the effects of Jdelavs in resclvines
cases and any ac:c7wanyin% narassnent,

o

4, 7The sscrecy vhich rermeates the ertire rrceess o7 complianae shouli enf,  The
Ievariments of Lalcr ard TTT' should accumulate ard nurllsh data cn cases ¢f cex
dlscrimiration as systeratically as thev du for cther activities, lrcluline followaaq.
s, Avencies <shouid Leen comunlalnants and'employer% irformed of the nrcrress of

each case,  “urthernore, ,"ej should wublicize the status ef complaints ard every

l(f°irwative Acticn }Ldn rather an selecting what +} ey ¢onsider 1o Ye newsworthy,
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Tris could te accennlished on a monthly or other wmericdic tasis, There is alse rc
reason why agencies snculd net advertise and circulate model plans £~r other insti-
tuticns to follow,
S Arencles should inglude on thelr staffs wemen havine academlc credentials and
exverience, in aldition t¢ vroven commiiment to the women's movemert. The limitation
of hirher staf? uositicns to black males not enly enccurases the settins of unfair
rriorities in many o7Tices tut also shows that sex discriminaticr is tein~ practiced
in the very amencies deql"wa ted to investigate sex discrimination,

ooy

F. If usrderstal ine acd tudret are indeed problems, additional funds should te put

to the task ¢f eliniratine backlogs. “owever, our clese view of wemen involved in
cases with 494 and cther amrcies indicates less a fundihg nroblen ard noxe a situation
of izncrance atcut acadenic institutions and a vensra®le attitude towards academic
enployers, One suziesticn to offset many of these handicaps would be to estatliish
advisory groups for each ccrpliance office which would include practicing acadenic
women and rerresentatives from wemen's groups and professional assoclaticns, all of
whom could help in renderine fairer and speedler judements of cases,

7. lost imvertantly, almest six years after Executive Order 110474, 14 is about time
that agencles should “e«in to impose sanctions on employers whe fall to resclve

complaints or who are harass ;n" cenplainants, This means withholding furds for even

cne individual's case where discrimination has teen substantiated and not corrected,

To walt for a persistin~ patiern of discriminati n (usually involvine intrcducine and

-

imclementing an AT irnative Action Plan) not only suarantees that veralties will
never e inposed but azain constitutes a vielatlicn of a woman's richts., Arencles
should not accert as sufficient evidence of compliance the administrators' practice

of makiny small token ~estures ad_infinitum, Jithholdines (not just delayins) funds

frem even ore institution f»r provern discrimination cr harassment azainst an indi-
vidual cenplairant uwould serve as a nuch needed exanpie 1o cother institutlens and

undoubtedly rasiten ccavliarce,

-~ Academic Reforms.

[:RJ!: Consistent and falr policies and wractices should te clearly stated for resister-
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lng all erlevancey ~ uex related or not ~ appealine decislons, and resolvineg dis-
putes, especlally those. ir whieh differences of cpinien cccur in matters of vrofes-
clenal compatannn,
2. <ivaluative cuiteria in hiring, promotion, tenure, and firlng should e made more
expliciﬁ. Sueh crlteria should te rade krown to all candidates teforve hiring takes
place, rrocedures “or evaluatine teachins and research verdormances of all the
faculty shoulc bte establislied, Criteria for adninistrative positions sheuld also
te pre-determined, and administrators should te evaluated on some re~ular basis by
faculty and stafr,

&
3. A1) academic arnd administrative openings should Ye openly and widely advertised
at professional meetin~s and elsewhers,
b, “xcent on rare occasicrs, all non-ladder and non-tenure nositions sheculd bte
eliminated, and rart-time 9mploymént should command the salaries ard other privileges
and tenefits, as well as the oblirations, on scme prOpoftionate tasis with full-time
positicns, ‘Jampuses still practicins nerotism should immediately abarden such |
double-standard nractices,
5. Teclisicr-makine rolicy should te clearly urderstocd toth apart and in relation
to affirmative action, Departments chould te apprised not only of the Affirmative
4ctlon Flan for that narticular campus but also of its lecal implicaticons. And it
goes without sayinsg thet ithey should te involved in its fermation,

Prcfessiopal 4ssociaticas,

— - ———

1, The professional asscciations should: Investicate wrievances of sex discrimiration
on campuses relative to wonen in their‘own disciplinesland exert pressure wherever
needed, lncludinr censure,; for the correctien of inequities and for other unprofes-
sioral or unethical cenduct aralinst women, -The latter would 1include cases where

(a) co-authorshin 4s denied ulthout basis, (b) dezrading connotations are siven to

introductory or other courses throush assirnment to women only, (3) differential

standards based on sex are applied to faculty teaching, publicaticns, and c¢raduate

studer.t evaminations, (d) dissertation topics related to wonen are refused, and

C}‘;haracter‘assassination and other‘questionable'tactics'are‘uSed to debase academic'
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colieamues at hearings or olsevhere,
2, Ir addition to heepint ard publicizing the statistics of women's rarticlpation
in schools ard desartments, the professional associations should uree schelarly
attention to the sex variable in all the research conducted in the prrofessicn and
d4iscourage and even cordenn productivity which reinforces sex stercotypes or demeans
womea in the discinline's literature. This task should not te left to women's con-
nittees but should be systematically confronted as a raicr nreoblem in the profession,
The suzeestion is included here as only ore of several ways in which the professicnal
organizations 2an chan~e unfavorable attlitudes of collere nrofessors, esvecially
those who write and assirn sexist articles and btocoks to their classes,
3. The professional associatiorns should set up quideliﬁes to help departments estab-
lish ard deal with the evaluative criteria menticned above relative te recruitment
and advancement in the profession, A few of the questions which may be confronted
are as follcws: {(a) should lack of a Ph,D, degree deny tenure or other merit or
oppertunities to teach in graduate or summer programs, (b) what are the test teaching
metheds for the particular disciplire, (c¢) what constitutes ercellence in research
and writing, and (d) nhow many vublicaticrns and in what jourrals makes a scholar in
the field? Althouwh there may rot te definite answers, these and related questions
are ralsed cver and over acsain in the experiences of cur resvordents, Tach profession
must tegin to aranple with them since they speak to central issues of both profes-
sloral stardards and credentialism, Unanswered, they rot only encourase manipula-~
tion, but they alsc reinforce stronesholds of tuddy svstems ard elitlsm which make
i1t virtually 1mnossible fcr academic wemern to recelve equal treatmert,
b, If some of the akeve suegestions apvear to be nor-feasible for natioral assocla-
ticns to confront and admirister pnsitive actlon, 1t may be that some of the werk
should e undertaiien on regionél, state, or local levels where such arrangcméhts are
ot presently in existence, Ways nmust be found to intreduce and enforce professional

and ethical acdes, unethar these codes pertain to sex diserimination or scmething

_else,

;\)
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In consbus o, woeent shudy has sheown that women who teach or desire to
teach in the natiorn's colls-es and univarsities have found that quiet, diwnifled, and
reasoned arsuments hacted hw tullky eviderce de net casily penetrate the thick walls
of prejudice and discrinination. Dissent is not tolerated when it comes fron academic
women seekins their eqzal share with their male colleacsues, The most disturbing
finding has been a lack of real commitment bty the campus leadership to respond posi-
tively to the appeals of women claiming sex discrimination, thus inviting the inter-
vention ¢f the federal ard state bureaucracies, Collesme and university administrators
have faliled to realize that, at most, affirmative action is but a temporary mechanism
desirned to help instituticns lacking skilled manacement and favorable attitudes to
confront discrimination in some of its more visible dimensions. If the accounts of
our resvondents enncerninz the treatment they are receiving tecause they protest
seen exasggerated, the eviderce they subtmit is dunlicated from campus to campus-
across the country, lar«e and small alike, “Je can only conclude that therc is scme-
thing sericusly wron- whien those who administer higher education ahuse their power
by floutingz laws and sgending‘kﬁﬂl&on&‘of dollaxrs fightin~ women with a personal
vindictiveress torderins cn cruelty irn many cases, 3ince the ultimate blame must be
laid at the door of those who administer our ceclleges arnd universities; it is here
where a new and diffexrent sense of responsibility must emerge to renove both the
instituticnal rcadtlacks and discriminatine attitudes, The task ahead would te infi-
nitely easier if to%enism were to te revlaced by genuine good falth efforts to speed
the equalizine prccess for all members of the academic community.

Given the continued resistance by academic administrations, there is now a
strong necessity for academic wamen to cooxdinate their efforts and to vrress for
the needed changes in a solrit of sisterhood ard on a broader scale than has cccurred
in the past, There is an‘even zreater urgency to rgach the women who have heen fired,
blacklisted, or vho are finding their careers in a state of temporary suspensicrn or

Jeopardy. The comnlex prctlems of attackinz the bureaucratic inefficienctes, lncon~

‘sistencies, and malopractices of government agencies will demand the continuing and
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increasin- commituent, skills, and power of the national women's and other lar-:e
political oxrranizations, The women's zroups affiliated wlth the professional assocl-
ations must demand that the associations extend thelr networks of influence and
action to the camouses and to thelr colleazues who need help, And all the other
individuals and prouns closely connected to the over-all functloning of academia -
trustee boards, alumpae, foundations, accreditine boards, lesislators, AAUP, and
other orranizations should be pressured to increase thelr commitment to chancing the

status o7 academic wnnmen,

o




