-

T .
DOCUMENT RESUME u
[ -

ED 229 454 : : UD 022 620 .
' &« " .
AUTHOR . .Stolte, Joanne B.,; Rosen, Pamela Clark
TITLE . A Model to Help SEAs Increase the Participation of
Minorities anQ\Women in Education R&D Leadership and .
: Management. f, _
INSTITUTION Research for Bgiter.SChOOIS, Incl, Philadelphia,
- - Pa. . : :
SPONS AGENCY ' National Inst. of Education (ED), wWashington, DC.
PUB DATE ~ Nov 81 ..
NOTE » . 173p. o0
PUB TYPE Guides - General (050)
EDRS PRICE MFOI/PC07 Plus Postage. )
DESCRIPTORS *Educational Research; Educational Researchers;
‘ Elementary Secondary Ediﬁation;“*Equal Opportunities
(Jobs); Females; Leadership Training; *Management.
Development; Minority Groups; Needs Assessment;
*Program Implementation; *State Departments of v
Education; *Technical-Assistance ‘
ABSTRACT ’

This manual provides a step by step guide,
delineating the process by which an external agency can work with
‘State Education Agencies (SEAs) to help increase the participation of
ethnic minorities and women in educational research and development
and management. Based on a model program designed and implemented by
Research for Better Schools (RBS), the manual recommends specific
practices for developing leadership skills in these target groups.
The program .is organized into three stages, parallel to the manual's
three major chapters. Stage one provides the initiating agency with a
mechanism for establishing positive working relationships with the
State, as well as for determining specific needs to be addressed by
the project. Stage two describes procedures and activities necessary
for creating awareness, training, and providing technical assistance:
Effective follow up tactics are also addressed in this stage. .
Finally, methods to be used by an inigiator to ensure an ongoing
program autonomous of the initiating &gency are addressed in the
third stage. Extensive appendices to the volume include journal

_articles, correspondence, and~ﬁ§eds assessment and other technical
“ assistance materials. (AOS) -

o

o

A2 A 22 R R T A I R Y Y Y Y Y Y YRR YL

* Reproductions supplied by EDRS are the best that can be made *
%* . '

from the original document. *
LA R AR AR 2T L R R I I Y Y Yy Y Y Y Y L R el

L} : b/\

- \///—




-t . .
[Fa -
. 4. 4_"
O~ ‘ ¢
N . » ’
Ny T
) . . R
u-’* B A ) ’ )
" A MODEL TO HELP SEAS . |
INCREASE THE PARTICIPATION OF MINORITIES AND WOMEN
IN EDUCATION R&D LEADERSHIP AND MNAGWT -
\ - . v ) 5‘4
\ . P I ' .
'] a ‘) ’ = . . " P
. [ I N
. . ’ ¢ ( ..
- T ' {
. - ) ’ ‘. c k i o US DEPARTMENT OF EDUCATION
. N NATIGNAT INSTITUTE OF EDUCATION
A . N
\ . \ . . \//
. Joanne B. Stolte . . /
P " Pamela Clark Résen . I
~ ‘ T\
- \ A
4
\O - . ‘
November 1981
- \'
0
N
-~
N - Research for Better Schools, Inc. .
I B ‘ 444 North Third Street .
(2 ‘. Philadelphia, PA 19123 o
> “ o




The work Gpon which this publication is based vas funded by the National i
Institute of Education, Department of Education. The opinions expressed .
4in this publication do not necessarily. reflect the position or policy of i

the National Institute of Education, and no official endbrsement by the
National Institute of Education should be inferred.




T TABLE OF CONTENTS ' :

. Page

.

;ncroduction.........................................;........... ~v

HiBOr Y. e e ettt eenoeeeeeeeeeeceeeeeneoeenenceasemenensesnnnenssss vit

i

Program Organization..k..;}..............,,...................... ix

2

I. Stage One: Establishment.......cevceececcccccccecesecacceasss 1

. A. Establishing Relationships....,.ceeeeeeececeeceseeneesss 1
1. Chief‘seate School Officer(8)ieeeeeereenscenscncsces 1
2. SEA Liaison(8)...iieseecsceccccsceesecceocncosonconee 2 BN

3. Newsletter EditOrS..cesvevececeeecccrccecencosscaces 6
B. Establishing Ne@d.......eeeeeeeenencevesenseasnnsaneanns 7

, 1, Needs ASSESBMENL.....ceeeseeeeeereecsoennnnnnnnneeee 7

L

2. ‘Identification of State(s) NeedS.......cereeeeneeees 8

3. AERA Survey on the Status of Educational Researchers 9 .

L4
'

II. Stage Two: Implementation..........c.....................;. 11

v

A. Creating AwArenessS.....ceeeeesesescessssssssscscccccecsss 11

1

1. Publication of A;ticles............................. 11
, .
2, . Development of Informational Products. . .....co0vuue. 12 .
' 3. ;Networking with Rélated Préjects................:... 13
- B. Conducting Workshops/Seminars....ceceeeeeeeececececeseas 13
o 1. Needs Assessment WOrksho?.........f........[........ 14

2. Project"Dlrector Workshop..oeeeeeveeerereeenceeceees 17

C. Providing Technical Assistance.......eeeeeeeeeeececceeees 18

III. Stage Three: Institutionalization........oeeeess.. X |




TABLE OF CONTENTS Continued

APPENDIX A:

APPENDIX B:

APPENDIX C:

APPENDIX D:

APPENDIX E:

J

APPENDIX F:

APPENDIX G:
Y

APPENDIX H:

APPENDIX I;

APPENDIX J:

APPENDIX K:

APPENDIX L:

APPENDIX M:

APPENDIX N:

LN

Articles Regarding the Participation of Minorities
and Women in Education R&D Leadership and Management

RBS Project Description...........;.J...............

Correspondence Regarding the Appointment of an SEA )

Lialgon..ciceeeessscecccssassrsocsccccnssrssssccccans

Sample Agendas for Meetings with SEA Lialson(s).....

The Anticipated Outcomes of the RBS Minorities and
Women Project

The Role of the SEA Liaison with the RBS Minorities
and Women Projectc...cceeececcsossoscsssccccscennacsne

Basic Information Describing Needs Assessment.......

Letters of Support for Needs Assessment from Chief
State School Offlcers....cceccecesescasscrcccccccscs

Y

Organizations that Perform Educational R&D: A First
Look at the Universe.....ccceeeseececcccccssnncsccce

Needs Assessment InstrumentS....cscetcescesscsccssce

A Guide to Adapt the RBS Needs Assessment Design and
INBEIUMENEB.ccceososcssecsescssoossosscscssasccccnses

"Published Newsletter ATticleS...cceee cocesessccnccns

Abstracts of the 1981 AERA Annual Meeting Papers
Related to the Participation of Minorities and Women
in Education Research and Development...c.cececececee
Letter to NIE Minorities and Women's Program
ProjeCtBecececececcccedocescccasssssccsssccsanccccces

.
-

An Example of How RPE Disseminated Information
Regarding the Third Summer Institute for Educational
Research on Asian and Pacific Americans.............

’

M-1

N-1




TABLE OF CONTENTS Continued

ey

IS
s

AbPENDIX 0: Sample of Basic Parameters for a Workshop.......:... 0-1
APPENDIX P: RNeeds Assessment Pre-seminar Correspondence......... P-1

APPENDIX Q: Needs Assessment Seminar MaterialsS..........eeeeee.. Q-1

APPENDIX R: Needs Assessment Post-seminar Correspondence........ R-1

APPENDIX S: Newsletter Article: Search for Migorlty and Women
: “Project DirectorS......ceeeeeeseceeecescesssnnseeeas S-1

. APPENDIX T: Annotated Bibliography on Career Development........ T-lr
APPENDIX U: Telephone RequeSt FOIM.........eeveveeeeencceeneenes U-1

APPENDIX V: Examples of Technical Assistance Letters and ‘
Re8PONBe8. . it vttiiritrterecneeseeetonensoncenneneess V-1 .

APPENDIX W: Examples of On-going Technical Assistance
COrreSpPONdenCe. . vouierreeoeecenceencarssssnnseneeeees W-1

Y
- - 111 -




INTRODUCTION

Although education and the social sciences attract women and members
of minority groups more than any other;discipline (National Center for
Educational Statistics,’1§77), there is a paucity of minorities and
women in 1eadetshie and menagement in education research and development
(R&D). Since the early 1970's there has been a concerted effort within
the profession to conduct research efforts that will doeument this im-
balance and seek out the variables affetting this lack of participation.
Education researchers are now developing and testing promising:projects
and éregrams for increasing the participation of these groups. Their
experiences and findings contribute significantly to the literatufe and
impact on new programmatic efforts and on the awareness of all those in
education R&D of the professional status of minoflties and women.

There are several models currently in practice to increase the
participation of minorities and women in education research and

-

development. The major federal e%fbrt to this end is the National
Institute of Education's (NIE's) Minorities ‘and WOmen'e Program...Its
funded projects have provided training and advanced study for more
than 3,000 minority group members and women since its inception in
1976 (National Institute of Education, 1980). These programs have
been directed to persons at every academic level: research assistant,
undergraduate, graduate, and post-doctoral. Their t{Ef lines run from
short weekend seminars to more intensive programs lasting from a few
months to three years. The emphases of, these programs include career

awareness, pre-professional training, course work, and/or supervised

participation in reeearch (e.g., internships).
v
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The model being presented here is unique in its approach. The

-

target audience is the pracéitioner-in-the-fie1d who is found in the State
Education Agency (SEA), the Local Educatiog Agency (LEA), or an i;stitution
of higher educationj The educational 1éve1 of the p;actiti;ner is not a
qualification for’ participation. The timeline for participation is deter-
mined by the participantéwg;d their self-expressed neegds.

This model is based on the concept that opportunitiég must be made
availab;e by one's employer and understood and experienced by practitioners
in order to reduce the barriers that have prevented fu}l, prof;ésional par-
ticipatioﬂ by minorities and women'iﬁﬁ%ducation research and development.
The activities designed to surmount thé\barf#ers are numerous and are de-

AN I
scribed in detail. Many of the vehiclés Xp further professional development
that have been incorporated in this model QAye been identified and designed
as a function of the unfolding of the Researcg“fpr Better Schools project.
Others have been incorporated from existing prog;ﬂmg or suggested by the |
literature in the field. The entire prbgram represéﬁtg the best that is

r L3

currently available.

vi - éj




HISTORY -
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a

1 . - 3

In December 1976, Research for Better Schools, Incn (RBS), a
péivate, non-profit educational laboratory located in Phiiadelphia, a ' -
began work on a three-year grant from thé National Institute of Educa- N
tion's Minorities and Women's Program to develop a model that would
delineate the process by which an external,agency (such ag an educa-

tional laboratory or university) could work with one or more State

a - - .

- Education Agencies (SEA) to help increase the participation of minorities

and women in education-research and development (R&D) leadership’and

«
1

&

management,

ES =
5

* RBS was to specify this modéi by identifying those practices and

'

procé¢dures which were the most successful in the tri-state area of

2 .
Pennsylggnia,.Nev Jersey, and Delaware. ) -

)

As pianned,‘the first year would involve "start;up" activities
culminating i: the establishment of positive working relationships |
. ’ ) ,
between RBS and Ehose in the states working-ﬁith the project. The
second year was planned for full implementation of the éroject activities.
The third year was planned for institutionalizing the project within
each state and allowing RBS time to document the successful practices
experienced during each of the three years. At the end of the three-
year period, a manual describing the RBS model was to Se availASle for

those agencies that may wish to act as an initiating agency in their

stdate/region arnd replicate the procedures specified.

<

* vii
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The first year went as planned. During the quond year, becaus;dof

federal budget limitations, the grant was shortened from three to two

A

ryears. Therefore, many of the activities planned for year two were con-
|

ducted during tﬁe first half of that year. During the second half of

.year two, the prbject -began focusing on the activities planned for year

tﬁiggff\ihis manual documents the two-year RBS effort and describes the
model as best as possible ;fter only two fears.. The field testing and
teview procesa originally planned have not been accomplished however,
the reader can be assured that great care has been taken to include as

much information as is believed would be necessary for an agency to

- .

replicate this model. -

viii
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PROGRAM ORGANIZATION

.

This program delineates the process by which an externdl agency
(such as an educational laboratory or university) can work with one

or more State Education Agencies (SEA8) to help increase the partici-

pation of minorities and women in education R&D leadership and manage-~
ment. For purposes of this program, education R&D includes but is not
confined to research, development, dissemination, utilization and

evaluation.,

>

This manual 1s written directly for the progpective user ~ an

agency other than an SEA that 6ften assumes the role of "initiator" of

programmatic change activities within a stage or region. This is a
"how to" manual which specifies the steps Research for Better Schools
(RBS) recommends ‘and the sgccessfulvpractices that RBS identified
following implementation‘of the model program. Aisd ipcluded are
explicit examples of products from the RBS project, e.g., news releases,
published articles, outlines of training sessions, and letters.

+ This program is organized in three stages and this manual is
organjzed into thrge chapters, one for each stage. Each stage represente' 3
a segment of time within the chronicle of the program and will be com-
pleted in varying lengths of time by éhose usirg the program. It is
important, however, that each stage be completed before’ he gext begins,

Stage One: Establishment

© 1

a

This stage provides the initiating agenc& with a mechQnism to

establish positive working relationships within the state(a\ and establigh

the specific needs the project should address within the state(s). The

-
1

ix .l_i | \
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initiating agency will identify the structure of the State Eduggtionv
- * - - , . .

Agency, the needs of the target audience, and the most efficient means

of communication between the two and the initiating agentcy. The com—

- position of this information will help set the stage for effective change

¥ and productive relationships. <
4

Stage Two: Impiementattgg
This stage describes the procedures and activities which‘can be used
. to ensure successful implementation of the three major prograT areas:
creating awareness, training, and providing technical ass}stance. There
are specific examples of communiques and suggestions on tHeir best employ-

ment. Effective tactics for follow-up are discussed and illustrations

are incluyded.

Stage Three: Institutionhlization o

.

) ]
This section provides methods to be used by the initiating agency -

. to ensure an on-going program in the state (s) when that agency is no longer the’
driving force behind the project. Methods for shifting roles in order to 2
sustain an on-going program are presented. Information regarding the
continuing of networking and the re-evaluating of needs are discussed.
Atéepf%on is given to strengthening technical assistance resources and
proéuct development. - The key ;o institutionalizing the programvlies in

/

an effective dissemination system that 1s in place in the SEA.
Beforé‘beginning this prog?am, it is recommended that you read the three
' articles that can be found in Appendix A. These articles more clearly
define the problems surrounding-the partlcipatiow o% mfnoritien and wo-

men in education R&D management and leadership and will be an invaluable

source for future reference.
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STAGE ONE: ESTABLISHMENT . .

_—
[}

The first stage of this program involves the establishmeng‘of

relationships-with-SEA personnel and the establishment of the needs this
- + . . N - - ‘
~ - . . -

- program can address within the state(s). In the sections that follow,

the steps of this process are systematically described, the ‘rationale

°

. presented, and important factors diScussed.

, - : ; b a . -
Establishing Relationships - . <

A clearly written description of the program, including statements .

, describing the goal and objectives of the program, its significance, a

N

o ) . . ) ‘ . » P
“or answering requests for technical assistance. (See Appendix B. for the

RBS project, deseniption. ) R

3

defin1tion of the target audience, and the activities to pursue the

3 - -

program is the most important ingredient to the establishment of the
t
program.  In particular, proposed activities must be enumerated and

: N
_explained so that the prospective%pafticipant (the SEA) is .clear- about

the resources that are available from the igitiating agency and the
»

resources that the SEA will" be asked to commit to the program. This
- -
project description’.will then serve as the basié‘for all communications:

‘clarifying and interpreting the goal and objgctives of the program to

, SEA personnel and to newsletter editors, responding to telephone inquiries,

-~ p

Chief State SchgoleEficer(s)} "The initiating agency sets.up a

meeting with the chief state school oﬁficer and, using the program

\dEEQription, completely describes the proposed program. Personnel from

.
. R '/
. .
1
N
: 4 |
' +

+

. o - o >




2 - et
Lt » the initiating agency,listening well to the chief stile sch//i offiher 4
. can determine how ‘the program may be adapted to’ fill the unique needs of £
.aﬁ the SEA., Information retrieved_during this process should answer the L

3 . . >
question,  "How do SEA and state characteristics influence the proposed
o [ 1

K

.’ program characteristics?" -

There are two major factors in considering this question. ‘One is
. ! N : b
state size. The larger the number of people in the SEA, the more fprmal

\ . ‘
' the SEA organization and the more complex the chains of supervision will

° ‘
be. The second factor is the existence of a linkage system. Some st%tes
( t

_ ' - : . |
will have an existing structure to provide liaison and dissemination '

services. Other state(s), regardless of their size, may have to develob'

— .

that structure. B ) L
A . .
¢ SEX Liaison(s). Aftei instilling confidence in the initiating
’ . agency, the pfoposed program, and the proposed program personnel, an
. ( - )

individual from the SEA should be appointed by the chief state school

officer to the program. It is important that this happens as early as

o

possible in the program.
OmégWy, Zhe SEA Liaisons %o the RBSaplLojec,t were assistants to

the c"h,ée&“q’ua,te school og&éce@. As these pmom attempted o function

as the Link béﬁveen the SEA and the project however, the demands on thein

time and theix distance from those within the SEA who would actually work )

uu,th Zhe progham, necessitited the identification 0f othen individuats zo

| 6u£6dl this nofe. 1In each state,” the ongam'.zaLéoan unit, position, -

and relative au,thwu,ty 0§ the individual 64naL?.y Adeoted kued gneaﬂ.y,

however, the p/wcedunu forn identification of the SEA Liaison were the

1

A " same. (See Appendix C _fon co)m.uponde,nce from this p/wcws An one Atwte.)




There are several factors which should guide the chief state school
officer in choosing a liaison because this person will affect the Qevelopment.

) of the program within the SEA and the strength of the dissemination

’ -

system created. The "leyel" of the liaison within the SEA hierarchy, the

---job function of the liaison, the amount of time the liaison can Speﬂdﬁ - -

-

, with tﬁe program, the liaison's previous experiencé”with the issues, and

» . - A

the iiaiéonfs'length,of tenure with the SEA are all significant.factors. . .
’ ’ [
- To begin with, the closer the placement of the liaison to the top

management of the SEA, the greater ;he sapport kor the-development and
institutionalization of the program and its dissemination sygtem. Such
placement pr;vides the project with high_levels of visibility and impiies v
executive support of‘the proéram's goals and commitment to the program's |
s écess. High placement within the organization aiqo>enhancés suecessful
.c06rdination with the dissemination activi;iés of other prbﬁrams.

There ;hould be as_ close a match as possible between the iiaison's
formal job” function and tﬁe objectives of the program. The functional
position may.reside in any one of sevéral areas,'for4example, research,
‘equity,.or personnel; however, the job position which allows the greatést

4 2

degree of ihternal and-éxcernal coordination activity will be the most

effective.
Theé third factor,. the amount of time the liaison has been directed

or can givg to the program, is also important. Obviously, the more flex-

.ible the liﬁison's time commi;ments, the greater the possibility;for

successful compﬂetion of program goalé,
. N
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The fop%th factor is the amount of training or prior experience the
liaison has had in the topics and techniques o;'the program., Thg liaison's
personal interest in the program may add to personal commitment; however, °
iSther qualificazions should-be given greater weiéht in d%tetminiﬁg the
appoi@tmept.~ The more familiar the liaison(is with education R&D, the
) concerns of midorities énd women in leadErship and management, and net- -

working and dissemination strategies, the more quickiy the liaison w@li be
o ‘gble to contribute producti;ely to the proéram. ' T
The final‘factor.%s the leégth of teﬁure'the liaison has had withi#
the SEA. The longer the tenure, the better known the liaison and the more
’familiar the iiaison will be with the formal and informal communications ’ .
: péocéés and the' SEA political fgrucggre.v ’ | <
.  The RBS project had three Liaisons, one in each state. Each differed )
| in enganizational Levd;,,f job Mzc,ti,on, “amount 0§ available t:éme,i\{am;&',ajuyty
with the subject, and Length of tenwre. . Y | | B
In Pennsylvania, ‘a‘Atazte with a '&wgé central education ;g'en_cy, the
Liaison was $rom the 0ffice of Personnel Adm«.mbbmxzwn and Field Liaison.
The pozs%téon, Executive Assistant 2o the Di)nec/tbn, coondinated ;Ln/teltnafl’. \
 depantment-wide aitivities and Linisoned with external agencies impacting
on education. This placement was pozsdi.ve An that the Liaison had ready ..
access 19 the chief state school officen, field agencies, and had enough
authokity to implement prognam activities. A thonough knowledge of the

Al

agency and its employees was also an asset.

4 : - ) \




In New Jersey, the Liaison was a member of the staff of the Bureau
0f Planning. The Liaison's nesponsibilities included coondinating the - -
administration of 5edvuz£ programs and research and devej_opment. ‘Because
0§ those kunctwms she had access to a wide netwonk within the SEA and
. the state. In addition, this L«.a,uson had a strong pvusom& interest 4in

minonity and women's uwu The program in New Jwey was {mplemented

through an extensive L’nﬂofuml netwonk;‘ however, fon additional e“ec,twe-
ness, it 4s suggested that staff d,uwc/t&y and )yu.mwa,ty nesponsible for
,eqw(,ty Ls8ues be 5onmau.y Anvolved at eafd.y AtagcA An the umb(uhmM ‘ o

In Delaware, a state with a small central education department, the

0§ the prognam.

SEA Liaison was 4in the Instructional Services Division of the Human Rela-
tions Ofgice. Extensive knowfedge of equity issues and close proximity

| ito persons with similar-nesponsibilities was a strong asset of this ‘
Liaison's position. ‘

The program expeétations held by the SEA liaison(s) and the initiat-
ing agenéy are areas which mﬁst‘be discussed and de%ined early in ;he
relationshiﬁ(s). Also, the SFAvl;pison needs clarification regarding"

the résbonsibilities of that réle as 1t‘relates to coordination ana
communication betyeen the initiating agency and the SEA, and the Ebnduct
of program activities.

It is recommended that four meetings be held annually between the

initiating agency and the SEA l}aison(s)ﬂ ~Based on the proximity of the o

+ gtate(s) involdld.‘it may or may not be possible to have each SEA liaison

I : ) meet with the initiating agency at the same time. Obviously, there are

| ' - 1
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many positive aspects to the sharing of ideas and practices that can

occur when several iiaiséﬁs meet at the same time with the 1n1tiaging

agency. (See Appendix D for sample ‘agandaA fon meWéA with SEA Liaisons.)
It is éuggested that tﬂe first SFA liaison meeting be devot;d to

a discussion of the anticipated outcomes of the prégram and the role of

the SEA liaison. (See Appendix E fonr the} documewt; uA?—tzl in the RBS

progham: Anticipated Ou,té0mu 0§ RBS Minonities and.wOmfen Profect and

Thé Rofe of the SEA Liaison with the RBS Minonities and Women Project.

These documents can be easily adapted by removing references o the

de\)‘dopmen/t 0f a modef program.) i

Newsletter Editors. Developing a working relationship with'various

state newgletter editors is a relatively easy task. The SEA liaisons

are asked to furnish the names of the various state education newslétter
editors. The initiating agency contacts each of the editors by telephone
. 4

- \\\\ and discussés the goal and.objectives of the program, being clear to.in-
. . \\ i - .
dicate the‘support'of the chief state school officer and the name of the

~ . a

SEA liaison:'td the project. The editor is asked questions regarding

’ h
circulation size, target audience, publication frequencies, and publica-
tion format. Sample issues are requéqted to be mailed to the initiating

Il

agency. Once it is determined by the initiating agency that a particular
\ -

newsletter is appropriate for disseminafion of program information, a date
for a meeting of several newsletter editors is determined. This meeting

pfovides an opportunity for the initiating agency to clarify the program

goals and describe the importance of the neysletter editors' role in the

. . - P

a
I
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program. The newsletter editor can clarify their editorial’policy,

.

-

submission dates, and the desired format of thé news releases.

In Fhe identification of newsletters to disseminate program infor-

mation, it is important to exploge‘the national organizations that might

have state-level offices and newsletters. Examples are the state educa-

tion association of the National Education Association (NEA) or the state

School Board Association. ‘Profesq;qnal organizations such as Phi Delta

’

_Kappa have regional chaptérs and there are often regional educational

x
1 -

research associations. Institutfons of higher education usually have
publications that disseminate research findings or professional opportuni-

ties.

~ v

Establishing Need.

In order to establish this program, relationships must be established
. D !
and then the needs the program can address in a state must be established.
p ‘ ;
The following sections discuss how to establish needs, presént an example

of a needs’ assessment survey to determine the activities~thdt might
enhance the participation of .minorities and women in education R&D leader-

ship and management, and describe a survey recently completed by thf

American Educational Research Associétion (AERA).

Needs Assessment, Needs assessment is a ﬁrocess for identifying the
purposes of a program, identifying what activities are needed for serving
the purposes, assessing if the identified purposes are being met, rating

the importance of those needed act{vities, and dpplying the findings by

formulating goals, choosing procedures, and assessing progress. (See

~ Appendix F for basic information déscribing needs assessment strategies.)

7 1J
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.When preparing to conduct a needs assessment for this program,
clarify the reasons. for the study and determine that the reasons are
ethical and viable. Ask some of the key members of the group involved
what questions they have and the information which they think they need
(e.g., education researchers, miﬁoritx group members, women). Communica-
tion wigh the key individuals helps to.establish support for the proéram

and authenticates the study's necé?sity‘leading to better use of the

\ 7

results.

’

Forﬁulate a design for the study by defining the key terms and

starting the primary and secondary objectives of this.program. Prepare

a detailed schedule of data gathering, analysis, and reporting activities

) f
including the staffing pattern, the facilities, and the budget needed.

Develop the 1nsgrumentation, collect the data, analyze the data; and
prepare a report. (Further information to help in this procesé can be
f?und in the next section and Appendices I and J.)

It is important to summarize a formal agreement between the parties,

, '

(i.e., the initiating agency and ‘the SEA) in a letter before beginning.
Clear communication is necessary to delimeate the responéibilities and
. assure the parties involyed of agreements made. Arrangements must also
be made éor,ri}easing reports. Finally, the initiating agency must assist

the SEAs to apply the needs_assessment findings in order to answer the

Y
original question(s). .o

Identification of State(s) Needs. The RBS project designed a needs

assessment to detenmine the discrepancies or needs that contribute to the

Lach of participation of minonities and women in education nesearch and




Adevéhopment management and Leadenship. This activity began with the
solicitation of information and Auppoafﬂ6n0m the chief state school
officens. (See Appendix G for copies ok the Retters of suppont fon the
RBS needs assessment activity.) i

Thg tanget population fon the needs assessment . defined by select-
ing tni-state data grom a census conducted by the Bun o Social Science
Reseanch under a gnant from the National InAtLIute of Education. This.
census Adentifdied 2, 434 national onganizations that conducted nebeanch
and deveﬁopment activities duning 1976-77 (The American Registry of Research
and ReA%qnch-netatedhoaQanizatLonA in Education - ARROE). (See Appendix H

for an anticle neponting the census nesults: . Onganizations that Pergonm

Educational RED: A Fiwst Look at the Universe.)

Two insthuments were then deveﬂoped. A Demoghaphic Sunveg and an
Atziéudinaﬂ Swwey. (See Appendix 1 fon these needs assessment instruments.)
(See Appendix J for a gu&de to adapt the RBS needs assessment design and
Anstwments to othen states.)

AERA Survey on the Status of Educational Researchers: Under a grant

from the National Institute of Education, the American Educational Research
Association (AERA), the national professional organization for educational
research, collected comp:ehensive data on the status of majority and miﬁor—
ity women and men professionals in educational research and development.

Three separate activities were conducted. The first was a global sur-
vey of organizations of the American Registry of Research and Research-

related Organizations in Education (ARROE) ‘to determine the job levels of

9 21




majority and minority, handicapped and non-handicapped women and men working

'

full-time and paq&-time in education research and devélopment.‘mSécond, a
survey was administered to a sub-group of the initial respondents that collect-
ed information on their relative status and participation. The third

activity was a telephone survey of 100 R&D professionals that focused on
- S

the individual's personal experience wikh discrimination, their response(s)
to the discrimination, and their evaluation of the eéfectiveness of their
responses.

Before conducting a needs éssessment for\this program, an initiating
agency should become familiar with the results of this AERA work. The __ _

survey results, a final report, and4data tapes will be available after

>

February 1982, from the following sources:

William Russell, Executive Officer
American Educational Research Association
1230 17th Street, N.W.

Washington, D.C. 20036

202-223-9485

Mary V. Brown, Project Co-director

Broad IMPACTS -

509 Arbutus Avenue

Horsham, PA 19044

215-675-3372

' Patricia B. Campbell, Project Co-director .ot
* Campbell-Kibler Associates
Gribton Ridge Heights %
Groton, MA 01450 :
617-448-5402 i
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STAGE TWO: IMPLEMENTATION

Once the program is established, the.activities to further the

1

program goal, increasing the participation of minorities and women in

education research and development (R&D) leadership and management, may

begin. The approach is three-pronged: 1) creating awareness through.

\

the dissemination of information related to minorities and women in

’

education R&D leadership and management, 2) cqnducting workshops/
seminars on R&D technical and management skills, and 3) providing

teéhnical assistance to individuals engaged in education R&D who are

’
n

themselves minorities or women or who are conducting projects related to
L

the concerns of minorities and/or women in education. Each of these

program activities will be discussed in the following sections.

a
-

Creating Awareness -

Awareness of the issues related t; minorities and women in education
th leadership and management is created through the publication gf .
articles in education-related state newsletters, development of informa-
tional products that can be used to disseminate 1nformﬁiion, and net-
working with other projects to identify information that would help create

[}

awareness,

-

Publication of Articles. Newssgxzigses designed to provide informa-
tion about-the current and potential contribution of minorities and wo-
men in education R&D leadership and management, announcements of training

opportunities/possibilities, annotations of relevant publications, and
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jdentification of information and techuical agé%stance resources, are
prepa;ed for pu;lication in state newsletters.

(See’ Appendix K forn published anticles §rom the RBS project that
demonstrate the nefationship be,;:ween the nature of the Lngomwnn phe--
sented and the type of publication.) The article fon Pera-scope, the
newsfetten of the Pennsyfvania Research Association, provides Lnformation
on a neseanch seminan of interest to the eauqa,téon neseanchern. The AémQ
article, wiitten for a state-wide newsLetten de,uve/;ed to eveny zeafq!gen,
focuses on the natio of women administratons to women teachenrs and 48
appropriate 1o the audience. The §inal anticle appeMéd in a national
education pubLication. -The descrniption of the RBS progham was appro-

priately published Wnauy because it provided infonmation about a

new progham. The interested audience included neseancherns grom othen

aneas who might be interested in neplicating the program on Aindividuals

grom within the negion who were interested in the progham's services.
Development of Informational Products. Product development is a

\
second method to help increase awareness of the issues surrounding the

lack of participation of minorities and women in education research and
development management and leadership. Products may also be used to
increase knowledge and skill levels. (See Appendix L for an example 0§

one such product: the Abstracts of the American Educational Reseanrch

Association 1981 Annual Meeting Papers Related to the Participation 04

Minonities and Women in Education Research and Develfopment. This pro-

duct includes papers such as "Mainstreaming Black Faculty grom deu,csn-
ally Black Institutions into RED," "Minonity Women in Education Research,"

and "Powern Strategies gor the Advancement of Academic Women." )

k. ‘ i
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" Minonities and Women's Program Projects.)

Networking with Related Projects. The third means of creating aware-

ness is accomplished by contacting other agencies which aye conducting

similé; programs. (See Appehdix M fon a Letter Rﬁs,bent to othen NIE

: This Le,ttubbvwed two purposes. wa:, nesponses to this Letten
utabLushed an awareness at RBS of othen pfwjec,té don future refenrence.
Second, many times the uuu: building oppon,tum,uu of the othen projects
werne nelevant to the RBS target audcence These skill- M&@Oppouum
ties, as continually Aen,t 1o RBS, wene then announced in pno jec,t-hdated
newslettens. Respondents wene able to avail themselves 0f opponw
which would not have been neadily available had it not been for the
netrieval and dt:,AAenu'.na,tLon system developed by RBS.

See Appendix N gorn an example of how RBS disseminated Lngomax,éo'r‘z
neganding the Thind Summen Institute foi Educational Research on Asian
and Pacific Amenicans, sponsoned by the Asian American Bilingudl Center
0f the Berkeley Unified School District. A news articfe was written and

‘Lettens wene sent to individuals in the RBS §ifes who had indicated an

«Lntenest in Asdan Pacific topics.

Conducting Wgrkshops/Seminars
’,

>

The workshops ahd seminars of this program are designed to increase
the R&D technical and management skills of those minorities and women
attending. The workshops/semina}s are designed to develop or enhance a

specific basic R&D skil]l and then to provide practice in that skill

i\
el e
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through its direct application to on-going efforts to increase the
participation of minorities and women in education R&D leadership and
management, ¢

Two workshops are describéd here, but any number of kraining sessions
can be held based on the needs of the state(s) and the resources available.
The first workshop included here provides participants with skills in
needs assessment and then helps them conduct a needs assessment regarding
the participation of minorities and women in education R&D leadership
and management. The second workshop provides participants with project

“~

management ékills and then helps them cons}der thefr own cafeer goalsl

The initiating agency's first workehopﬁeffort should be discussed
and finalized during one of the first meetings with the SEA liaieon(g).

The basgic parameters should be developed By the initiating agency and the
SEA liaison(s). There are two proposea outcomes of this kind of work-
shop effort. First, the participants are expected to develop skills,
Second, the participants c;n become part of a support system for the SEA
liaison(s) with regard to the work of this program.

Following determination of the parameters of the workshop, the topics,
thé list of participants, an§ the invitational method are determined;
again, in conjunctioh with the SEA liaison(s). The document "Basic Para-
meterns Reganding 1980 wong;shop" has been included in Appendix 0 2o demon-
stuate how to stwecture the planning dialogue and formabize the details
0§ a wonhshop.

Needs Assessment Wonkshop. The topica0f the §inst RBS Wonkshop

evolved §rom a concern that the aclivities of the RBS project should
neflect the needs of Pennsylvania, New Jersey, and Delaware and

14 -




@ bekief that, in ondm“t;/ ascentain those needs, a needs assessment.
'. should -be 'co.ndue,ted..i Since needs aA‘AeAAm‘e'M s an education RED skill
useque o all those in education RED, it was qunther decided to combine -
: specific mca-bmung «Dwuu.ng fon zhe participants w&h" activities '
. ~ that wou,!id help RBS adapt a needs q,AAeAAment A,Mtjwment Zo be used 4in
\ each Ata,te. -

. In pnepana,twn 504 tho_ wbakbhop, néedb MAuAmeut Huining ma,tmu
wene pnepa/ied~ drafts of two nesz aAAuAmenz wﬂuunem wene devdoped
(a demog)caphx.c Awwey, to be nuponded to by the pe)usonne!. department of -
education RED ag&uu, and an wttutudma!. survey, %o b/? administered to '

the employees of tho&e. agenuu) ; a st of d{cgam‘.za,ti.onb that pe/Lform

education RED was. compiled; anticles’ nelated to the status of minonities
| and women 4in eduewuan RED me gcuthmed go/omnomw b‘ébl,w:gmphéul -

were pnepaned (Nezd& AAAuAment Selective. Annotwted Biblioghaphy and

Women 4n Educa,aon RED Leadwh,go and Managemen,t A Selective:Bibliography);

and a Ae/ucu 04 ne&euant NTE pubucauom wueWed Congvcence on the | -

Educa,twnal and Occupa,twnal Needa o4 Hupamc Wamen, Congerence on the
Educational and Occupauonwe NeedA \0f White Ethnic Women, Conﬂuence on

the Educa,twnal and Occupa,t,wnal Needs o4 American ,I/ dian Women, and

Confenence on the Educa,twnut and Occupmom Needé of Bldck Women,

+ Volumes 1 and 2. P -wo)duhop maternials were devdoped and sent to
participants. (See Appendix p 5qn~£e,_ttvw and pne-#eména/c (quuuonndMé.)
| The nesubtant wonkshop,.. entitled "Needs Assessment: Techm',q'uu an;i
Applicdtion fon &Auung the Pa)b;,éc,('.pa:téon of Minonities arid Women in
= Education RED Leadership and Management, ¥was held on, Octoben 29, .1980.

15




Guest speakers were Betty Mae Momnison of the Univensity of Michigan
(Ann Anbon) and Pat Campbell.of Campbell-KibLer Associates (MiddEetown,
New Jernsey). Twenty-four pa)dxu.paw, representing Zhe departments of

education within the. tui-state ‘area and Maryland, the New Jersey Dejoa/ut-:

ment 05 (‘,wu_ Senvices, a Penmsyzvam Inteumediate Unit, and the New
Jejusey State Office of Adninistrative Law, had been Adeoted by the SEA
&mom (4n’ conjunction with other SEA pvusonnd) These pa/uaupaw

; were Adected with the understanding that dne-half of the wozduhop would

be devoted 2o adapt(.ng the RBS needs assesdment design and, x:hejwﬂone
pa/z,uupanu Ahoul.d be able 1o hdp d.u'.ec,t the project's e“om m the
accomp&Ahmem‘. of the design of the survey. (See Appendix Q for seminar

 matenials.) .t -

. The morning session of the workshop was devoted-to Ainstuction in
the pu)tpo&u, issues, and muhodA 04 needA assessment and concluded with

" two smatl glwu.p Aubwm, one 50):. usens and one fonr plww,dw of needs:

{
assessment du&gn and draft instruments (fon assessding the needs o4

minonities and women-in education RED). ' State meetings’ foLlowed, during

which the participants wenre, aAked to uu,thue the desdign a.mi the insthu-

 ments and neview the RBS-prepared List of agencies that conducz education

RED within thein states. The punposed RBS needs assessment would be

conducted with these ageicies. (Panticipants' input wes gathered fon

Laten use in nevising the design and uwbwmwts and making them state-
bpectéﬂc and 4in amending the List 0§ agencies conducting R&D activities. )

. At the end of the wonkshop, pa)ut«.upantb were asked o complete a posi--

wonkshop questionnaire.

e
e
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Following the wonkshop, Lettens wene sént to participants expressing

appreciation for thein participation and m@@bung the nesults of the

post-seminan questionnaine. (See Appendix R.)

)

Project Dinecton Workshop. The Aecond wamhop was deugned

expnuuy gon minonities and women who are p/(.uenuy 6unctwrung as
"P/ijt Dinectons.” The workshop was du,(gned to provide opportunities,
skills, and wgonma,twn to hdp ensure these wdw&dw»& 05 a success ful
profect meatouh,cp and an eng careen in education Leadenship/

| management, '

Unbike "project management" u;onluhopb Zhat. provide training on how
2o managé people, x;s.me, money, ete. %o )Leqch“ an end gda.C (concenMng
on {:fte development of PERT chants and other schedules), this wonkshop
was Huig;zed Zo provide insight to the conduct of Augéué ful Mcu
and mofec,t formalities uAuaLéy Learned §rom a menton. Fon example, the
goLlowing lAto;z‘ulcls are covered: preparing forn a Site Visit, wonrking with.
a Project Moniton, p):.gpa)uéng Progress Reponts/Final Reponrts, pnreparing
a product fon national ddbdbwpéon, and disseminating project infonma-
tion. | |

. This wo)dushap wou,Ed also provide an omey for those partici-
pwtmg 2o consdiden thm ca.aeu gowu and the signigficance of thein pro-
fect dwec,touiup 1o thein careen devdopmemt. How Zo make the best
u,;ef of the mojec,:t' directonship and pr;epane' for a next position are

: topuus covered,




~ . ‘ ' - 4 o —
, .

Participants fon this wonkshop were chosen through a self-nomin

procedure, by necommendation grom the SEA Liaisons, or bé the project

dinecton's supervisons. A news anticle ashing that project dinectons

cowtaci RBS was neleased through the nem!.e/ttm. {See Appendix S ‘60 a

newslettern anticle descnibing RBS' seanch for Project Dinrectors.) Tele-
" phone cat®s wene made to the appropriate SEA personnel who supervised

programs employing. pro jQC/t dinectons. -

An annotwted bibLiography was devdoped fon this seminarn. Ingon-

mation on career development Avm,tegA.u useful to minonity and women
project directons was developed to stimulate their devefopment of career

goats. (See Appe}tdi.x T forn this annotated bibLiography.)

’ .

Providing Technical Assistance

v

1]

Technicdal assistance is provided to those minorities and women

who seek to develop or enhance their education R&D 'skills and those .

~

{
researchers who desire assistance with projects that relate to the con-

_ cerns of minorities and women in education. Technical agsistance /is,
primarily provided over the telephone and :hrougﬁ correspondence, Tele- .
phone inquiries become numerous and it is important :o.have a stanéardized
- form. (See Appendix U for the Tefephone Request Form wsed by RBS. )
Ind«cw.duw&a who_Leanned about the RBS pnroject th}wugh the anticles
in tui-state and national publications»made requests fonr assistance. on
toplu diverse in subject matter a;td complexity. The following exampfes
" © ha® b%w chosen to illustrhate the nange of requests Lo which the RBS
project stagf responded. |
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o identification of effective propesal writing & _(nequest grom a’ S
graduate student at West Chestes State College) |\ (. -

o infonmation negandéng the status of women as school administratons
(nequest from a vocational education supervison in New Jersey)

o identification of grant oppontunities nelated to studies of the ed-
- ueation of women (requesi gfrom a teachen, Allentown, Pennsylvania)

0 x;danuﬂicdbwn 04§ sounces b6 gunding fon Aupplegnentwe day -care services
’ (nequest grom a child care center directon, Phifadelphia, Pennysbvania)

o .identification of materials concerning women in education research and *
development Teadenship (nrequest §nom a McKeesport High School teachen,
Ancluded in Appendix V mﬁ the RBS nesponse) ' -

o .identification of sources of §ifms concerned with human relations as

7 nelated to segregration/desgregation in schools (request §rom. a parent

. education and hmna(ndmom center, Uppen Danby, Pennsylvania)

o dentification of funding sources to assist in implementing and evalua-
tang a college writing eounse (request from a supervison in the Allegheny
Intermediate Unit, Pittsburgh, Pennsylvanin) -

o .dentification of possible 5und4irig sowrces fon pre-school education
programs (request from a nunserny school directosr, Philadelphia,
Pennsylvania) . v -

o suggesdions of ways to introduce educational pn.dduc,u to marketing
agencied (nequest grom a social studies teachen, Wallinggord-Swarth- .
mone Schowf District, included in Appendix V .uu'/th.the RBS nesponse) -

o identifd n of validated materials on sex gairness in schools
(request §rom\a high school teachen, Phifadelphia, Penpsyluvania)

0 identification“of evaluation techniques f§on use in a teacher training
prognam on sex-equity (nequest gnrom the dinector of the Mid-Atlantic
Center forn Sex-Equity, Philadelphia, Pennsybvania) IJ. Buttram of RBS
staff provided evaluation servdces to this project.

o necommendation of competent women and/on minornities to contribute to
the fall issue of Partnenship, on the theme of "Gifted and Talented"
(request g§nom the Edilor and Ethe RBS nesponse incfuded in Appendix vy )

o .identification og possible funding sounces fon a proposal exploring
social policy and planning neg g minonities and women at fedenal,
state, dnd Local Lévels (nequest grnom a Progesson of Education at the
_Univensity .of Pennsybvania)

Al

»/
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o identification of a training oppontunity on wonkshop development (nequest
fnom the Editon of Pennsybvania Education, the Pennsylvania Department
« 0§ Education State Newsfetfer, inctuded in Appendix v along with the
_ RBS nesponse and a Letter of appreciation)

o identification of ethnographic nesearch experts and provision of as-
sistance in nesume wiiting skills (grom a déctoral candidate at the
University of Missouni, included in Appendix V with a §olLow-up Letter
testifying to the influence of the RBS project on her resennch caneen)

Technical assisiance often involved a numba of contacts , uAuw&Zy be-
cause of the necipient's satisfaction with RBS technical assistance Auggeb-b .
tions. Typicauy, as an individual's project gressed, ﬂle activitied
-«  became moae!"complex and the aid which was sought became mbae sophisticated.
' In othen cases, nepeated contact was initiated by RBS after becomi.ng aware
o4 the Andividual'sjarea of iwtmut.» Supp(.ementwﬂ mgommn augmenting .
the oniginal needs expressed by the individual was then offened.
~ The foLtowing paragraphs descnibe some individuals to whom RBS pro-

: vided nepeated technical assistance. (See Appendix W for copies of

~ connespondence neganding this technical assistance.)

Eanly +in the puwject, in instucton grom Rosemont College, requested
Ainformation on p)wpobal wuiting ,uz,,cws‘. She was applying for a grant,
from the Public Committee for Zhe Humam;téu in Pennsylvania. Assdislance
in proposak writing was provided, .In June 1980 this individual came Zo RBS o
thank the projfect staff for thein assistance. Her grant application had

- been awarded, 'and she was to direct a conference, "Women un the Professdions:

the Asian-Amenican Case," Octoben 24-25, in Philadelphia. 1In August, she
asked the RBS stagq to assist hen funther by helping to publicize hen con-
{uence through the tri-state education newsletter network. A memorandum
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and a news nefease describing the conference wene sent to the 23 affiliated

newslettens, The“conguence,l "Women 4n the waﬂuulon: T}ie Asdian-
American Case" was verny successful. 1In Oc,tobm,' this Lnd,éuiduai“c'auo-
nequested ubatﬁnce An Ldentifying a penson at the Women's Educational =
Equity Act (WEEA) Pnagnwﬁ 0§ fice ‘whom she could comta.c/t.tb Learn of d;e
final decision on a proposal that she had necently submitted. Again RBS
assisted hen in this matten. |

In June, profect »z£a66 met at RBS with ‘zthe Executive Directonr of the
Native Amendican Cultunal Center in Philadelphia. Through discussions, the

Centen's needs were clarnigied and a program, now titled the Amenican Indian

Family Mental Health Services, was conceptualized. " The Executive Directon
wanted to seek funding gon the Center's programs and )-iequwted that the RBS
profect staff assist in identifying possible funding sources for mental
health projects,. especially those nekated to American Indian family mémtal
health services. Project staff provided nelevant information. When the
neport on the Confenence on the Educational and Occupational Needs of
Amgrican Indian was pubfished, a copy was sent to the Executive Directonr.

. AL40 dn June, a Bethlehem, Pennsylvania teachen nequested some sug-
gested dinections fon her nge neseanch project. She wanted to study
the "effects 06‘ menses on classnoom performance and/on standardized test
taking." Over the summer, the project staff prouided hen with assistance
thhough suggestions of articles and applicable periodicals to examine, as
well as necommendations of two insthuments that might be uséful in hen

. data collection.
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Rdutgwu 'vmu,ty nequuang mgonmauon about the RBS Minorities and
Wemen pno and the services that could be offered. 1In Septembern, tke'
~ Anstweton re uuted assistance in hen search for sounces 0§ funding fon
a study that Ah&\wanted Zo conduct corcenning the neasons middEe c,(.aAA
parents give for ‘tending thein childnen to private schools. The p/w jeet
0fgered éugg;ua:orw of possible funding sources. 1In addition, the staff
‘suggested the use of\the project's tri-state newsletter fon publicizing
the Tnstitute for Tead<lvw and Supervisons, which is -dinected by}the

Rutgens' instmicton. |

|




. STAGE THREE: INST}TUTIOHALIZATION

The last stage of this program encompasses the methods by which
an SEA can assume the services which were originaliy developed and

managed by an initiating agéné}. The init?ating agency and the SEA

4

need to negotiate what activities will be continued and where the

1 .
responsibility for their continuation will be located within the SEA.
Also, new personnel will need to develop the skills to administer

these services, ~ ’ »

(4

First, review the services which have been provided with the
SEA(s). These services should be ranked according to their level of

importance to the SEA and then ranked according to the ease with

which the SEA can assume the service within its existing structure.
The services to be considered include:

e identification of internships, fellowships, post-doctoral studies,
policy seminars, and other opportunities designed for minorities
and women in education R&D; dissemination of information and appli-
cation forms regarding these opportuq}ties;'and assistance in
completing applications, - ’ -

o identification of new publications, AERA sessions, etc., of
interest to minorities and women in education R&Df

" .

v

® counsel and network with individual minorities and women in
education R&D who are interested in changing positions, getting
training needed to advance, or similar topics that they feel they
cannot discuss with their supervisor.
When it is determined which activities the SEA wishes to assume,
'1: is necessary to determine the location of these services within

the organizational structure. Several factors need to be considered,

i

23 99




oaedin

-

. & what percen;agé‘of a person's time would be needed to perform

including:
e - where should these services be located?

) Qhat training, background, experience should the persoh performing
these services have?

these services? .
e what information would a person need in order to perform these
services? »

—

e what back-up, support might be needed by this person during the
first year performing these services? )

e do any state department staff presently provide any services
similar to thos¢ described? who? what services?
‘ +
e what steps do you think would need to be taken in order to
establish these sérvices within your state department by
?

The amount of "training" that the initiating agency should

provide these SEA personnel will differ for each individual according

.to prior experience. The SEA liaison will assume the task of

coordinating this "training" and sensitizing the individual(s) to

the issues that are pertinent to the participation of minorities

and women in education R&D leadership and management.
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APPENDIX A

Articles Regarding the Participation of
Minorities and Women in Education R&D
Leadership and Management




From Educational Researcher, October 1975.

.

Reprinted with permission and

courtesy of the American Educational Research Assoclation for use within
the RBS Needs Assessment seminar held October 29, 1980 in Philadelphia.

’

coa

Women in Educational Research:
; - Their Status from |
R Student to Employee

i

CAROL KEHR TITTLE, Queens College of the City University of New York
TERRY N. SAARIO, The Ford Foundation .
ELENOR R. DENKER, Graduate School of the City University of New York

D ala presented in this article are
based on responses 0 mail
questionnaires which focused on the
multiple roles of women in the edu-
cational research community, i.c.,
women as studenis in doctoral pro-
grams in education, women as
faculty members in institutions
which train educational reselrcliers.
and women ai employees in re-
search organizations —loca} school
districts, state educntlon depart-
ments, and R&D orgnmzatlons The
questionnaires were mailed in No-
vembef, 1974, with a follow-up
mailing in December. v .

A number of professional associa-
tions have undertaken similar sur-
veys (e.g.. American Psychological
Asociation, 1972; American So-
ciological Association, 1973; Ameri-
can "Economic Association, I974)
and analyzed the means of com-
bating sex discrimination within a
profession (American Economic
Association, 1973). Similarly, the
status of women within the Depart-
ment of Health, Education and Wel-
fare has been examined by the
Women's Action Program (U.S.
DHEW, 1972) and the American
Association of University. Women
has prepared a Joimt Statement
on Women in Higher Education
(AAUW, 1974) putting forth prin-
ciples to guide the education and
employment of women in institu-
tions of higher education.

Women as graduate students have

been the subject of several recent

studies. Solomon (1973, 1974) re-
noﬂed that since 1950 women have

reccived a slightly increasing ‘pro-
portion of the doctorates awarded
in the U.S. (9.5% in 1950 10 14.4%
in '1971). The 1973 Profile of Doc-
toral Scientists and Engineers in the
United States (National Academy
o . Sciences, 1974) showed that

men received nine percent of the

doctoules in science and engineer-

ing. Percentages of women /doc-
torates arc higher within the fields
of psychology (20.5%), the social
sciences (10.9%), and the non-
sciences  (11.6%). Centra (1974)
cited data showing that 20% of the
doctorate degrees in cducation

‘awarded in 1968-69 went to women
-(13.1% of the total degrees across
all fickds were conferred on women). .

He also presented more recent data
which showed that women received

16% of all earned doclorates in .

1972 andl 18% in 1973.

Studies have also considered the
question of bias in admission to
graduate school and in practices
during graduate study. Solomon
(1973) cited data from Stanford and
UCLA which did not indicate bias

in admission .in education when the

admission rate (sdmissions/appli-
cants) is used ‘as the standard. In a
later study, Solpmon (1974) reported
data analyzed by schools classified
on quality. In the top ranked schools
a larger percentyge of applications
from men were adcepted

Data on fellomhnp:. scholarships,
and teaching istantships have
also been examined\by sex. Solomon
(1973 and 1974)\\ indicated that
women did at least\as well as men

‘ance.

when the proportion of fellowships
and scholarships awarded are com-
pared to the number of applicants.
Holmstrom and Holmstrom (1974)
used data from the ACE/Carnegic
Commission survey of 1969 to report
sex differences on variables relatéd
to attitudes in graduate school. They

-cqucluded that, “‘generally, faculty

attitudes toward studenits and Tac-
ulty availability to students seem to
be important determinants of stu-
dent satisfaction and perform-
LN (p 1641,

The most extensive relevant study
of doctorates was conducted by
Centra (1974) who surveyed 3,658
women and men who received the
Ph.D. or Ed.D. in 1950, 1960, and
1968. His study encompassed re-
ports by women and men doctorates- -
on graduate ' studies, first employ-
ment, current employment, publica-
tions, marriage and family life, and
attitudes toward women's rights.

The National Academy of Sui-
ence /973 Profile of Doctoral Sci-
entists and Engineers showed sex
differences favoring men in salary.
The median salary for men in 1973
was $21,170 and for women $17,620.
The median salaries for selected
fields were:  psychology ~men
$20,580, women $18,120; social
sciences—men  $20,610, women
$17,460. and non-science —men
$23,220, women $18,700. Median
salaries were compared for ‘age
groups. . The median salaries of men
and women under forty years of age
increased at an approximately

- similar rate over time. Between 40

ERIC ‘ ‘i
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TABLE 1: DISTRIBUTION OF Pllcllﬂ OF MEN AND wouu ENROLLED IN
FULL TIME DOCTORAL STUDY—30 INSTITUTIONS
S T -

Percent l Number of institutions .
Envolied Men Women
90-99% - 2
80-89 4 _
70-79 ) —
60-69 (] 3
50-59 15 7
4049’ 4 13
30-39 2 4 v
20-29 —_— '] ’
10-19 — 1

0-9 2 —_
Total Number of Institutions 39 39
Total Num of Students ] 3388 (57%) 2552 (43%) 5040 (100%)
Mean Number Enrolied 86.9 65.4 152.:1/@om M&F)
Median Number Envrolied 61 40 ]
Range 2-314 1-243 4-537

~

and 50 years of age the rate of in-
crease for males continued to risc
while the rate of interest for wom-
en in this bracket ‘“‘waned dra-
matically” (p. 24).

&&ra s data showed similar dif-
ferences in the annual income of
women and men. The median in-
come (salary, honoraria, and royal-
ties) for women employed full time
was $17.200, for men the median
was $21,600. In education, the
median for men was $21,700° and
for women $18,100. When income
was compared for men and women
with the same number of years’
work experience, the differences re-
mained, and the size of the differ-
ence in income increased with the
number of years of experience. With
5-6 years of work expericace, the
difference in median annual-income
was $2,500; with 13-14 years; the
difference was $3,600, and with 22-

23 years of work experience, the dif-

ference was $4,600. This pattern
over all types of employment set-
lings was repeated in the academic
setting and within academic rank.
The smallest difference between
men's and women's incomes ap-
peared for those employed by the
federal government.

Malkiel and Malkiel (I973) ex-
amined salary differentials among

272 professional ‘employces of a

single corporation. This ‘*‘micro-

*

cconomic” case study was useful in
studying  discrimination because
large numbers of men and women
were hired to do the same range of

jobs, and hence sex discrimination

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

was confined to highly educated

professional employees, and there-
fore the sample was relatively ho-
_mogencous with respect to career
interests and attachment to the
labor force. The employer opened
personinel records to ¢xamination
so that previous experiences; and
personal characteristics mﬂuencmg
salary differentials cduld be exam-
ined, Of the 272 employeea in the

!

study, 159 were male and 113 fe-
male. The rate of return to school-
ing was estimated at 8.1% for men
and 6.6% for women. The research-
ers expanded the wage model to
incluge estimates of imdividual pro-
ductivity, the Ph.D., marital status,
arca of study (psychology, eco- .
nomics, ectc.), and absence rate.
These added variables. improved the
prediction of salary and accounted
for about 75% of “he variance in
men's nlnry levels and over 80% of
* the variance in women's.
Discrimination was examined in
two ways: (1) Do men and women .
in equal job levels, with the same
characteristics, get equal pay? This
question was answered positively.
(2) Do men and women with equal
characteristics get equal pay? This
was answered negatively. Malkiel
and Malkiel found that, *. .. wom-
en with the same training, experi-
ence, eic., as tend to be as-
signed to lower job levels. ... We
suggest that it is difficult for a dis-
criminating organization to give
male and female employees the
same titles and pay them different

 amounts. It is far easier to assign

women to lower job levels and then
set up a pay structure by level that is
the same for both sexes. Thus, our
.analysis | of salary differentials in-’
cluding job levels should not e in-
terpreted as indicating an abdence
of discrimination. The assignments
to job levels can most plausibly bes
interpreted as the mechanisms by
which the discrimination takes
place.” (Malkiel and Malkiel, 1973
p. 704.)

-

TABLE 2: DISTRIDUTION OF INSTITUTIONS BY SIZR OF mm.um
m \vom MD erllllb (nln AID M) '
Numbev of Inatitutions Comblnod Erwonmom
Number Men L4 Women (Men and Women)
Envolled N % N % N %
1 and sbove’ — —_ - [} 15
1-350 1 3 —_— — - -
51-300 1 3 - o 3 s
201-280 2 5 3 ] 3 8
1561-200 4 10 2 5 3 |
101-150 5 13 s 13 3 s
| 51-100 ] 20 s 13 " 28
. 1-80 18 40 2 61 10 25
Total Number of -
Institutions a 100% 39 100% 3 100%

w4
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Obvigusly a number of factors ac-
count for the discrimination found
in the above surveys (differing ex-
periences, productivity, and level of
job assignments). Nevertheless, the
resounding conclusion which can be
drawn from these studies is that
discrimination against women is

evident in a variety of acadcmlc

settings.

Graduate Stndents
and Faculty
‘in Schools of Education

The survey list of colleges and
universities with doctoral programs
in_education was obtained from the
* publication, Earned Degrees Con-
Jerred 1970-71 Higher Education
(Washington, D.C.: National Cen-
ter for Educational Statistics). All
institutions listed as granting doc-
torates in education were mailed a
questionnaire (144  institutions).

Eight of ‘the 144 responded with an,

indication that the questionnaire
was not applicable to their institu-
tion. Sixty-nine of the remaining
136 institutions responded with
completed or partially completed
questionnaires (S1% response rate).

TABLE 3: TYPE OF STUDENT RATED AS MOST AND LEAST LIXKELY TO SUCCEED
IN COMPLETING A DOCTQRAL PROGRAI IN FOUR le

Most Likely Least Ukoly
Type of Student ) N* % N* %
Rdanig R o R .
Married Males i 39 87 ‘6 13
Single Femaies 34 76 1 24
Single Males a3 73 2 27
Married Males with children - , 15 33 30 67
Married Females : 14 31 31 69
Married Females with children 7 18 38 84

N°°* Number of times ranked 1-3
N°*" Number of times ranked 4-6
JRankings by 45 respondents. 6 respondents mdlcotod no dmoronco in expectations

among the six categories. two that no date were available, and the romnmdor did not|

rate or indicated they had no basls for ranking.

students indicates that 31 of the 39
institutions report a higher ratio of
men enrolled in doctoral programs;
16 of these institutions report a male
enroliment of 60% to 89%.

roliment and 43% female enroll-
ment. This ratio is certainly favor-
able when compared with data on
women recipients of doctorates
over all fields: 85.6% doctorates in
1971 were awarded to men, 14.4%
were awarded to women (Solomen,
1973). Education as a field awarded
a slightly higher percentage/ of
doctorates to women~20.4% in
1969-71 (Solomon, 1973). In view
of these doctoral data, and our own
presented later, the over-all ratio of

Admission, Recruitment,
and Support .

Three questions dealt with age,
marital status and sex as part of the
admission and recruitment proc-
csses. Almost all institutions sad
that there was no age limit for ad-
mission to graduate study. Two in-

Men
N %
1972-73 2285 72%
1973-74 2208 69%

TABLE 4: NUMBER AND PERCENT OF MEN AND WOMEN AWARDED
DOCTORAL DEGREES FOR 00 INSTITUTIONS

stitutions indicated age limits of 45
and 55, which apply to both men
. and women. All institutions stated

w Total | that sex and marital status were
omen not criteria in admission. However,

N % N 9% o ‘
the responses indicated . somewhat
differing attitudes or expectations

100% : . "

824 28% 3169 regarding completion of "a doc-
1011 3% 3218 100%| toral program within the average

four year period.™ As shown n

Number of Students ‘
in Graduate Study

The questionnaire asked for. the
number of men and women students
n full-ume and part-time graduate
study. Some institutions responded

. with total enroliments in both MA
and doctoral programs,

. The distributions of number and

percent enrolled by sex in Tables |
and 2 indicate that women tend to

be underrepresented in more insti.
tutions thar do men. The total nupt

ber of students enrolied showd a
smaller absolute difference betv‘gcn

o males and females — 57% male en-

ERIC
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_secruitment;

Table J, the rankings of most likely
to complete the program were given
in the order: marricd males, single
females, single males, married males
with children, married femﬂldl. and
married females with children
(ranking from a high of 87% rating
married males most likely to com-
plete, to a low of 16% for matked
females with children) I'orél}
group of ratings, married fer

with or without children are con-
sidered Jeast ltkely to complete the
doctoral program in four years.

Two questions dealt with finin-
cal ad for students - whether aid
was testricted to full time students
and whiether marital status and/or

enroliments is likely to be inflated
(perhaps as a function of selective
response of institutions), although
it is not possible to say by how
much. Some increase in the per-
centage of women doctoral students
has probably occurred over the last
several years. For exgmple, one
institution specifically - commented
on scx bias {n recruiting by noting
that sex is longer a criterion in
and that “N.B. This 1s
a change from ten years ago when
rccruilmcm cfforts  focused on
males.”

A summary of.lhc data in Table |
on enrollment of men and women

A-5 .
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TABLE §: NUMBER AND PERCENTAGE OF MEN AND WOMEN HOLDING FULL

" TIME FACULTY BOSITIONS ACCORDING TO RANK AT 00 INSTITUTIONS
- T Men- Women _ Total

[Rank » N % N % N
Full Professor B 1508 68 208 12 174
* |Associate Professor T 1149 82 254 18 . 1403
sistant Professor 976 , 67 485 33 1481

Instructor - 213 45 256 + 55 469

Total 344 T6% 1203 24% 5047
. e } :

[

[Y . i °
, . t P

parenthood disqualifi ed students for

financial aid. Over half of the re-
spondents (40 institutions, ' 58%)

said financial -aid was restricted’ to -

full—tlme students. At inost institu-
tions (59, or 86%), marital status

.and/or parenthood did not disqual-
. ify students for financial aid. Fifty-

three (77%) of the institutions said
thére were no differences in amount
of stipend in either category
(teacher/research "assistant or fel-

,lmwship/scholarshlp) for "men and

wonien. ‘Four  institutions reported

median stipends higher for men than.
women, and onc institution indi-
cated that men received less than .

L women.

) ances,

-have higher percents of men ac-

Regardlhg child care facilities

available to students and Yaculty, a

minority of the institutions rated as
fully adequate child care facilities
available to faculty (7 institutions,
or - 10%) and to students (8 institu-
tions, 12%). Most of the institu-
tions’ indicated that no' facilities
were available for faculty (37 insti-
tutions, 54%) or for students (31,
45%). The remainder.indicated that
“partial” facilities were- available
for- ch:ldrcn of faculty and studems

"Doctoral Appllcauon&
and Dectarates Awarded

Anstitution$ were asked to give
thie number. of applications, accept-
and’. enrollments in their
doctoral programs during the last
academic year. Three  institutions
(9%) show no differences between
men/women ‘ percents of accepted
and applied, 9 institutions (26%)

ccpted than applied, and 22 institu-

tions {;’;5%) indicate women- werg

H

*gradually

acceptoti‘ in. higher percents - than

they applied. A continuation of
these percentage increments would
increase the . ratio of
women to men recelvmg doctOrates
in education. ‘ @

The number of doctorates award-
ed to education students. in the

" 1972-73 and 1973-74 academic years

were reported by 60 institutions.
The mean number of doctorates per’
institution awarded to men in 1972-
73 was*38.1 and to women 14.7. The '
averages in' 1973-74 were “36.8 for -
men and 16.9 for women. Tablc 4

_ presents summaty data on the
docgoral dcgre&s “awarded to men .

and women. Thlrty-five of the insti-

_tutions . show increases in the per-
“cent of women doctorates from
11972-73 to 1973-74, 20 institutions

a decrease, and five institutions no
difference between the two years. -

. The data in this survey show a
higher percent of women receiving
doctorates than r !Ported in earlier

.-data cited by Solomon (1973). His

data showed that women received
]

.

20~ 4% of the doctorates in edycation
as a field, for the years l969-7l

Plt\cemem
Thirk-two of the 69 mstltutlons .

« were’able to provide data on place- -\

ment of male and female graduates
into various job categories. The -
catcgories  included . university/ "
college faculty position,
doctoral fellowships, industry, non-
profit organization, sclf-employed,
school systems, statc agencies and

. federal agencies. Similar distribu-

tions were obtained by sex for job
placement categories.

" Professorial Level, ,

Salary, & Tequre Slatu.'s

Table § shows ‘that men and
women are approximately cqually
distributed at the -instructor level,
but noticeable shifts in the. propor-
tions occur at the upper prcrfw-
sorial ranks.

The mean and standard devutmn s
of the med:an salary for male aml |

female faculty members according

" to rank arc given in Table 6. The

mean salary differences favor men

at each rank. - o

- Table 7 presents the tcnured and
nontenured® status of male and
female faculty members according -
to rank. Since most of the tenured
faculty are found in the upper pro-

- fessorial ranks and since few women

are found in those ranks, few wom-.

_en hold tenured positions.

- Hiring Policies,
~Maternity/ Paternity -

Policy. & Recruitment Sourc’e.qj .

Seventy-seven percent (53) of the
institutions indicate that husband

TABLE 6: MEAN OF MEDIAN SALARY AND

. . STANDARD DEVIATION FOR INSTITUTIONS:
FEMALE AND MALE FULL TIME PR $ ACCORDING TO RANK
— = =

. .. Males * Femalbs |
Rank '  MeanSalary - S.0:  'N°  Mean Salary sO. N*
Full Professor $21,200  2.9°° 49  $20300  2.86°* 39
Associate Professor - $16.800 1.9 48 $16,300 .16 43
Assistant Professor $14,300 145 48 $13,700 12 42
Instructor $11.900 2.20 28 $10.800 1.8 26
. ~ - ‘ —ev—

, Total $16,600 3.8

y B . v :
{Number of institutions

+*$2,900, $2,850, otc.

"4 $15,700

NPRE -

post-
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TABLE 7: NUMBER AND PERCENTAGE OF TENURED AND NONTENURED
MALE AND FEMALE FACULTY ACCORDING TO RANK AT 58 INSTITUTIONS
. ' ¥ A
’ . Males Females

 Tenured Nontenured  Tenured  Nontenured Total
Rank N % N % N. <% N % N
Full Professor 1467 84 58 3 204 12 17 1 1748
Associate Professor 942 67 . 202 14 224 18 37 3 1405
Assistant Professor 210 15 761 53 130 .9 337 23 1436
Instructor : 30 4 327 45 22 3 343 a8 722
T
- Total 2649 50% 1348 25% 580 11% 734 14% 5311

and wife may be appointed in the
same department or school. Sixty-
five percent (45) of t
reported that women publish with
the same fTuency as men. Ninety-

one percenti of the respondents (63) -

-indicate that -their university has
adopted an affirmative action plan.
Seventy-saven percent (53; with 7

~ indicating the question was not ap- .

plicable) have adopted maternity
leave without loss of benefits or
position, while only 9% (6; 9 not
applicable) have adopted paternity
leave. -

Recruitment of men and women
to a university faculty is d_oﬂne in
exactly the same way, according to
the respondents. Faculties rely-most
heavily for recruitment upon their
friends and colleagues.in other insti-
tutions. Second in importance for
recruitment. purpos¢s are the job
advertisements posted in graduate

schools. This is followed by the

placement service “at professional
meetings, and lastly, placement
offices at universities, 7he Chronicle
of Higher Education, and applicant
letters of inquiry.

Educational Researchers in
Non-Academic Institutions

Researchers in education find em-
ployment in local school districts,
state departments of education, and
private non-profit or for-profit or-
ganizations. Each type of - institu-
tional employer was surveyed. Re-
spondents were asked to give the
number of full- and part-time pro-
fessional male and female educa-
tional research staff by job title with
median salaries for each. They were

Q

‘ ' oy

respondents”

s

.also asked if females are assigned
management . responsibilities with
the same frequency as males; if the
organization has an affirmative ac-
tion plan and maternity/paternity

N

females.

A series of six job categories de-"

fined according to rank of job title
and magnitude of an accompanying
salary were constructed from the
responsesto the questionnaire. (The
Final Report contains a list of job
titles for each of the six job cate-

- gories by type of employer.) Even

though the list of job titles and
salary ranges vary by the type of
organization analyzed, a hierarchi-

cal commonality appeared across -
*.these organizations, and hence it

was possible to apply the same
categories for all analyses. :

"The coding of the six categorics
used the title and salary of the

« chief  executive/manager/adminis-
trator as a baseline, and ranked *1.”
The other categories were estab-
lished by comparing the salary dif-

- ferences and -implicit rank. differ-
ences by job title between the *1”
position and the next:

Category 2 —Category | minus up
to $3,999, and middle fevel admin-
istrative authority or senior research
authority within the organizational
unit; ' : ’

Category 3 —Category | minus
$4,000 — $7,999, and research staff
position  without  administrative
authority;

Categary 4 —Category |
$8,000 - $11,999, and a secondary
research position;

7 4y

leave policy; and the most useful.
recruiting sources for males and-

. con troIM

/
@ ' o

Category 5 —Category | minus
-$12,000 - $15,000, and a staff as- -
sistant position; and

Category 6 —Category |  minus
$16,000 or more, and again a staff
assistant (no clerical or secretarial’
positions were coded).
Scheol Districts e

Questionnaires were sent to all
189 schodl districts in the country
with student populations of 25,000
or above. Of the 84 questionnaires
returned, 15 were received from dis-

tricts with~a' student population of
100,000 or above (hereafter labeled

5

- large districts in the sample), 33
. from districts with a student pepu-

lation of 50,000 to 99,000 (labeled’
medium), and 36 from districts with
a student population of 25,000 to
49,999 (labeled small).)

'Salary and Job Category

A summary containifig the medi-
an salaries’ by sex and category can
be found in Table 8.,

Women are found more frequent-
ly than men in the lower ranking
positions. In addition, in most cate-
gories, women'’s salaries fall within
a lower range than do men’s. How
ever, these figures have not béen .
for longevity within' pdsi-
tion and therefore caution must be

used in interpreting their signifi-
cance. ‘

Another perspective on occupa-
tional dispersion is offered in: Table
9, which displays those districts
which report solely males, solely
females, and females dnd males”
jointly in each job category. As the
data above suggest, most districts
within category | and 2 report only
men in these positions.: This trend
is reverxd in the lower job clas-
sifications.

Responsibility, Affirmative
Action and Maternity [ Paternity
Policies & Recruitment Sources

Most school districts (85%) report
the assignment of women to man-
agement responsibilities with the
same frequency as men. Many
school districts have adopted an
affirmative action plan (60%). While
all districts have adopted a mater-
nity leave plan without loss of
benefits, less than half of the dis-




‘I'AII.! 8: MEDIAN AND RANGE OF SALARIES BY 98X ﬁND JOB STATUS OAWY
, FOR SMALL, MEDIUM, AND LARGE SCHOOL DISTRICTS :

. Job Status Category 1 :
- Size of . Men Women .
District N Median Salary . " Range N Modlln Salary Rlngt
’ i R
‘Large 12 $24,385 ; $20,105- 3y -$19,000 $12,200-
- ) 34,000 ' 26,000
. . -
Medium 31 $23,901 $16,000- - 7 $21,842 $12,000-
37,700 , . 25,508
-Smal) 28 - . $23,259 $17.000- 5 $21,139 $17,800-
_ : 32,470 s 25,000
-n _ ' 15 s s
Job Status Category 2 .
' Men : Women
N Median Salary Range N Median Salary Range
. o .
Large 14 $21,850 $16,500- 9 $19,500 $14,175-
: . 29,706 - - 24,000
Medium 19 $20,300 $10,000- 4 $19,749 .$10,800- -
. ; 28,058 26,300
smail - N $18,810 . $16,500- 9 $19,855 $18,000-
. 25,000 _ 25,000
‘ 40 _ 22 - :
' ) ol . Job Status Category 3
_ ' Men , : X Women
N Median Salary Range N Median %lllry Range
Large " $20,057 $15,000- 9  $18,330 $14,281-
y ] ' 24,492 . 24,492
Medium ;22 $17,118 | $13,000- 5] $14,625 $.9,160-
g : , ‘ ' 23,818 . 73,228
Smakl 13 $17,015 . $18,000- 7 $17,550 $13,000-
_ 20,269 . ' 22,000
46 27
. Job Status Category 4 .,
/Size of : Men ' ' Women
. District N Median Salary Range N . Median Sslary Range
Large 3 T $13.402 $10,000- 5 $14,744 $13,000-
v ."27,176 : ' 19,000
Medium 9 $15,500° $11,000- ] $14,422 $10,500-
18,892 19,676
Smal - 5 $12,000 $ 9.900- 7 $12,205 $ 9.000-
Lot _ 15,044 _ 15,044
: g 17 18
. Job Status Category 5§
- Men Women
N, Median Salary Range N Median Salary Range
Large ) $14,044 $12,000- 1 $12,000" $12,000-
i 16,188
Medium 2 $11,500 * $ 9,000- 2 $ 9,500 $ 7,000-
14,000 i " 12,000
Small 4 $ 8,000 $ 8,070- 6 $ 9,430 $ 7,000
T ' 12,000 _ '12,000
4 ‘ o ~
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tricts report a paternity leave pro-

gram. Most districts report that

men and women are recruited into
new positions through™ the same
channels. Listed most frequently as
sources for new personnel were
friends or colleagues, university
placement offices, and advertise-
ments posted in graduate schools.

State Education Departments

‘Questionnaires were sent to each
of the 50 state education depart-
ments (SED) and the education
departments of six territories.
Twelve states returned blank ques-
tionnaires or lgjters marked not
applicable, or no educational re-
searchers, or indicated no job titles
as educational researchers. No re-
sponses . were received from 14

departments. ' Response rate for the -

questionnaire, then, was 73% (41/
56), but the effective sample for
analysis is based on the education
departments of 28 states and two

territories (54%) that provided job .

titles and salaries which. the educa-
tion departments themseclves de-
fined as “‘educational researchers.”
Job Titles and Median Salaries
The data which follow are based

.on full-time positions (only 3 states

noted part-time educational reseajch
positions, primarily consultants).
The same categories described pre-
viously for school districts were
used in this analysis; oné (highest in
status and salary) to five (lowest in
status and salary). (No Category 6
positions were reported.)

consistent trend: in most states,
women are in low rather than high
status jobs in terms of salary and
job titles. There is only one state in
which a female educational

re-,

searcher holds the highest job_stads -

category, compared to 22 stat
(81%) where men are exclusiveiold
ers of the highest status lary
reported for educational researchers.

o

TABLE 10: NUMBER OF STATES REPORTING uuu ONLY,
FEMALES ONLY, OR
BOTH MALES AND FEMALES IN JOB STATUS CATEGORIES
Both Maies Totsl N
Job Status Maies Only Females Only and Females (of states)
Category N % N % N % N %
1 (highest) 22 81 1. 4 15 27 100
2 ) 7 4 1 50 16 100
+
3 8 3a 3 14 10 a8 21 100
T T 2 17 3 25 7 58 12" 100
5 (lowest) 1 20 3 60 1 20 5 100
Totsl . 40 49% 11 13% 30  37% | 81 100%

S S
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TABLE §: OCCUPATIONAL SEGREGATION BY SIZE OF mmm
'WITHIN JOB STATUS CATEGORIES
Males Only  Fémales Only BothM&F.  Total
|caTEGORY 1 NO% N% N % N %
Large .9 18 2 r 1 8 12 10
Medium P23 77 3 10 4, 13 30 1
Small 28 85 . 12 1 3 33 100
CATEGDRY 2. . — . . )
Large 5 38 2 14 7 50 . 1
Medium 13 78 0 - o=l 24 17 1
Small 1 e 3 19 /2 12 16 10
‘[caTEGORY 3 ) '
Large 0 - 1 13 .7 &7 .8 1
Medium 1 s 1 6 8 50 16 1
Smail 9 56 ‘4 25 '3 19 ~ 18 100
‘ _ _— -
CATEGORY 4 ~ . 4
Large / 1on 3 50 2 33 6 1
Medium 3 33 2 22 4 s 9 10
Smalt 1 17 "1 17 4 68 6 10
jcATEGORYS _
Large 1 50 0 . 1 50 2 10
Medium . . 1 33.3 1 333 1 33.3 3 1
Smail 3 38 4 50 1 12 8 1
Tables 10, 11 and 12 show a  In terms of absolute numbers (Table

1), men are consistently found in
higher status job categories with
85%: of the ‘top job status category
male and 15% female. This ratio is
inverted for' the lowest category.
Over all job categories reported in

this survey, there are two men em- -

ployed' in SED’s for every woman
(326 men and I§8 women). ‘

Responsibilities, Affirmative
Action and Maternity/Paternity
Policies, & Recruitment Sources

SED’s were asked whether fe-
males are assigned management
responsibilities with the same fre-

Quency as males (21 yes, | no, 8 no

response). These responses are not
consistent with the data presented
on job status and salary distribu-
tions for women.

" Ninety percent (27) indicated
their department has adopted an
affirmative action plan. Three states
answered no, and two states indi-
cated the affirmative action plan is
informal or in the process of bcmg
adopted. .




. educational -researchers was devel-

questionnaires mailed (20 R&D

TABLE 11: NUMBER OF MEN AND WOMEN IN CATEGORIES 1-5: $EDs

T . Total of
Job Status . Men Women individuals
Category N % -~ N % N, %

' . 0 T
1 (highest) 52 85 ) 15 .81 100
2 ‘ 0 81 18. 19 . 65 100
3 179 . 63 108 Y 284 100
4 24 - 59 <17 e 41 100
5 (lowest) ' 2 15 - TN 85 13" 100
"
Total 326 7% 158 3% - 484  100%]|

_employees in part-time classifica-

Maternity leave policies (without  labs and. centers, 39 other research
loss of status and benefits) are gen-
crally available for women (80% of
SED’s report maternity leave poli-
cies). However, these policies do not
apply equally to men. ’

The recruitment sources which

from 35 organizations (59%). Ten
organizations stated they arc not
basically in educational research,
lack staff to providc salary dnta, or

_ organizations), rcplles were received

Job Titles and Median Salaries .
‘Because of the limited number of

tions, the data which follow are
based on full-time positions only.
The data in Tables 13, 14,-and |5
present a consistent picture - of
Jower status and silnnes for female

.as compared to male cmployees .

within the R&D  organizations.
Table 13 shows that there arc seven
R&D organizations with males only

in job status category |; conversely, - - - -

at the bottom of the job status cate-
gories there are five R&D organiza-
tions with females only in categories
S and 6 (nonc with males only).-
Most orgamuuons do have both
men and women in cach job cate-
gory, but where there are men only
and women only, women' are found
in the lower ranks in cmployment'
status salnncs

SED’s have found most useful were
reported by 24 (of the 30) states. TABLE 12: SALARY MEDIAN AND RANGE FOR MEN AND wovml -\

. . . oy \/ y
Friends or collecagues in universities- IN JOB STATUS CATEGORINS: 8€D's |
are still the course considered most |

. . f ~Job Status Mon . . Women
useful by. SED’s. The states show - Cat N Median Range - Median Rlnoo/!]
some reliance on state personnel : : _ =
?::: :;:':v:r:”'::fc"ig:c?‘ Sex dif 1 27 $21.200 $15000-28,577 $19.825 $15,000-25,000
n not cvident. -2 - 16 $17,840° $13,660-24,000 $18,000 $12,840-24,000
R . 3 21 $16,250 $12,000-21,000 $15,000 $10,600-21,240

R& D Organizations 4 12 $12,773 $10,329-16,000 $12,000 $ 9,612-18,600

" The sample o'f research and de- 5 5 $10,450 $10,200-10,700 S10.000A $ 6,726-10,200

velopment organizations employing N -

that salary data; is not available
because of company pblicy. The
data which follow are based on the
questionnaires completed by 25
R&D organizations (42% of the
original mailing).

oped from the National Institute of
Education’s list of R&D labs and
centers and by searching the ad-
dresses of members of AERA given
in the 1971-72 Directory. Of the 59

TABLE 13: NUMBER OF RaD onaAmuﬂons MEPORTING MALES ONLY,
FEMALES ONLY, OR BOTH MALES AND FEMALES IN JOB STATUS CATEGORIES
© , Both Males Totai N
Maies Only Femailes Only and Femaies of R&D Org.
Category . N % N % N % N %
1 (highest) 7 35 1 5 12 80 19 100
2 4 21 1 14 74 17 100
3 5 28 1 6 12 es 17 100
4 , s 21 2 1" 13 " e 17 100
s S 4 40 - e0 100
8 (lowest) - — 1 33 87 3 100
A-~10

°

_category 6.

In terms of absolute numbets,
there arc 914 male (60%) and 617
female (40%) employces in the R&D
orgamzauons in the samplc The
proportions of men and© women
within the job status categories do
not reflect the overall 60-40 ratio,
however. The percentage of men in
the highest job status category is
88% and the percentage of women
is only 12%. There is a consistent
decrease in the percentages of men
for each category, to a low of 19%
for category 6, and a corresponding
increase in the percentages of wom-
en for cach category, to 81% in

Similarly, the salary data in
Table 15 are unfavorable for women
compared with men. With only one
exception (in category 5) the median
salaries reported for males within
categorics arc higher than those for
females. In category 1, for example,

it )




TABLE 14: NUMBER OF MEN AND WOMEN IN JOB STATUS CATEGORIES:
2 - RaD ONGANIZATIONS
, Total Number -
Men Women of Individuails
Chtegory . N % -N T % "N %
1/ (highest) 207 88 28 12 235 100
, - 278 74 97 . 28 .375 100
f , .
/3 197 69 o 31 - 284 100
g - 192 40 290 80 482 100
5 30 2. 73 71 103 100
6 (lowest) 10 19 42 81 52 100
J N e e
Total 914 60% 617 40% 1531 100%

the\\nale median salary is $30,000

~and the female median salary is
$26,200. The salary ranges reported
-also tend to favor men consistently
within each job siatus category
(with the exception of the two
lowest job status categories, 5 & 6).

*Responsibilities, Affirmative
Action and Maternity | Paternity
Policies,’& Recruitment Sources’

‘ Sixteen organizations said fe-
males are assigned management
responsibilities with the same fre-
quency as males, six said no, and
three did not. check a response.
These responses are not consistent

with the data on job status and

salary distributions for women.

Twenty-one of the organizations
(84%) stated their organization las
adopted an affirmative action plan.
Two organizations indicated : the
policy was not written or was un-
official, one said no, and one brga-
nization did not respond to this
question. Eighty percent reported
maternity leave policies; 20% re-
ported paternity leaves.

Twenty-one (of the 25) R&D

organizations indicated which re-
cruitment sources were most useful
for staffing purpases. The four most
useful sources for recruitment are
fricnds and colleagues in universi-

ties, placement offices, circulation
of notices to major graduate schools

~ of education, and placement services
at professional meetings. These

sources of recruiting did not differ -

li'ﬂvr men and wornen. The major

-

! B

.
thrust of affirmative action policies

is to provide wider sources of re-
cruitment, and these do not appear
to be useful or else arc not .in use
by R&D organizations in educa-
tional research. The Educational
Researcher is the onc publication

reccived by every AERA member, -

yetsit is rarely used by major em-
ployers of R&D personnel.
 Conclusions

Women as students.
most institutions do not report dis-

criminatory practices in their ad- -

mission OF recruitment processes,
fewer women than men enroll .in
these programs. In 1973-74, of the
institutions responding, 69% of the

. doctorates awarded were granted to

men and 39% were granted to wom-
en. Thus, the labor pool for women

Although

with th duuomu. mn Ldll(.d'.l()n 1Y
smaller than for men.

Women -as faculty. Twenty-four
percent of all faculty members in
the schools of education in this
survey are women. They make
$1,000 a year less than their male
counterparts in most faculty ranks,
and move up the faculty ranks and
earn full professorial standing with
tenure less frequently than do their
male colleagues.

Women as employees. Data from
school districts, state departments
of education and major R&D organ-
izations show that women consist-

_ently fall in the lower job ranks as

determined by responsibility and by
salary. Within job categories, in-
cluding those at the lower end of the
rankings, women are paid less than
their male counterparts.

The ‘recommendations below are

.based upon the data compiled in

this study, including those sugges-
tions contained in the open-ended
portions of the questionnaires:

1. AERA should

a. Adopt-affirmative- 2etion poli-
cies fof its own staff, journals, and
all other affairs of the, organization.

b. Advocate that organizations
hiring AERA members adopt af-
firmative action plans, including .
statc and local school districts as
well as rescarch organizations.

c. Appoint a standing committee

on_the educatiop and employment .

of women in educational research.

d. Desionate a central-staff
AERA individual to be responsible
for information on women.

A-11
& .

46

TABLE 18: SALARY MEDIAN AND RANGE FOR MEN AND WOMEN
IN JOB STATUS CATEGORIES:
RAD ORGANIZATIONS
Job Status Men Women
- Category N* Median Range Median Range
1 (highest) 20 $30,000  $20,000-38,200  $26.200 $17.262-31.743
2 19~ $22,164 $17.600-32,400 $18,700 $13,500-27.600]
3 18 $17.500 $13,620-26,000 $15.950 $ 8,922-20,750
4 19 $13,350  $ 9,800-22,500 $12.368 $ 7,320-19,500
] . 10 $10,200 $ 8,640-13,000 $10,852 $ 6,800-15,241
18 (lowest) 3 $0625 $0474-11,957 $ 9,156 $ 8.400-12,492
*Numbér of R&D agencies with individuals in the job category.
k 3




ity

e. Organize training sessions con-

cerning sexism in education with.

regard to employment and pro-
grams/policics.

.. Review - job-placement proce:

dures and services in publications
and at conventions to insure that
discrimination is eliminated.

g. Maintain a list of any national
data banks of qualified candidates
for positions, e.g., in state depart-
ments of education, in educational
administration, etc. A listing of
data banks available for use by
individuals and employers can be
published annually in ER.

h. Encourage expanded adver-~

“tising in ER to reduce the discrim-
‘inatory effects of informal networks.

between colledgues.

v i. Advocate that lists of external
experts submitted -to federal agen-
cies and other requestors include
women as consultants, - panelists,
speakers, etc.

" j. Establish a formal policy state- —

ment regarding. the ethics, conduct
and publication of research.

2. AERA fournals should:

a. Establish editorial guidelines
for discriminatory language usage
and sex role stereotyping. v

b. Insure that all reviewing of
articles is blind.

c. Insure adequate coverage. of

~ issues relevant to sex bias in edu-

cation.

3. Employers of educational
researchers should:

a. Publicly identify, as an organi- -

cational priority, the climination of
discrimination against women.

b. Adopt affirmative  action
plans.

c. Actively seck -female applica-

tions for positions at all levels.

d. Eliminate sex discrimination
in terms of promotion, - transfer,
recruitment, salary status, selection
for training including apprentice-
ship.

e. Establish carcer ladders for
personnel within an organization.

f. Analyze all personnel policies

and climinate any that directly or’

indirectly support discriminatory
practices, including policics con-

. cerned with leaves of absence, preg-

nancy, part-time employment, and
child-care services.

4. Universities as educators should:

a. Recruit women into education-
al leadership programs as well as
programs of quantitative methodol-
og

y. |
. Allocate financial support in-

. dependent of marital status.

c. Publicize their commitment 10
the employment of women in lead-
ership positions.

d. Establish and raintain exten-

sive counseling services, especially
for female doctoral candidates who
often Ig.ck role models and are
unable to establish “‘protege” rela-
tionships. ’ '

e. Collect data to monitor access,

o
- ‘ / \‘\:__, T
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. From Educational Researcher, October 1980. Reprinted with bemissioh and

courtesy of the American Educational Research Association for iuse within
the RBS Needs Assessment seminar held October 29, 1980 in Philadelphia.

Modifyiﬁg the Role and Status of
Minorities in Educational R&D:
A Much Needed Undertaking

o,
o

It would not be surprising or in-
accurate to say that the role of
minorities is small and their

' status relatively low within the

sphere of educational research
and development (R&D) in the
United States. There are compar-
atively few prominent minority
members in the R&D commuy-
nity, and as a consequence, mi-
norities have had little impact on

‘a field that has large effects on

minority people. For example, a

_number of social and educational
programs have surfaced from the

initial efforts of R&D, and those
programs have traditionally in-
volved minorities as participants,
but minority involvement in re-
lated R&D efforts has been mea-
ger. There are a host of reasons
for the less than favorable situa-
tion of minorities in R&D. Most
of the reasona are too involved to

-discuss here; however, given the

present conditions, a number of

accurrences could elicit positive

change. For instance, the Ameri-
can Educational Research Associ-
ation (AERA), the largest educa-
tional research organization in

This paper was onginally presented
at the Annual Mesting of the American
Educational Rasearch Association in
San Francisco, April 1979.

Henvy T. Frierson, Jr. Is an Associ-
ate Professor and Director of the
Leaming and Assessment Laboratory
of the School of Madicine, Univarsity
of North Carolina at Chapal Hill, 322
MacNider Bidg. 202H, Chapel Hil, NC
27514. Speciaiizations: Medical Edu-
cation, Learning and Cognition, Stu-
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the country, could play a signifi-
cant part in creating an atmos-
phere that would enhance the in-
volvement of minorities in R&D.
Most of the efforts in modifying
the role and status of minorities
must take place at institutions
and agencies where educational
researchers are trained and em-
ployed if substantive results are
to be seen. Nevertheless, AERA
can play a very visible and sig-
nificant role in promoting in-
creased participation of minori-
ties in R&D. However, if AERA
is seriously concerned with the
enhancement of the role and
status of minorities in R&D, one

of the first steps the organization -

could take is an inward look. For
within AERA there are a number
of areas that could be addressed

. which would initiate more minor-

ity participation in R&D, and
this will be discussed in this pa-
per.

The Importance of Minority
Involvement in R&D

In this country, educational
R&D plays a crucial part in pol-
icy making and program imple-
mentations within educational
settings. The impact from R&D is
often quite substantial, and the
impact is often amplified in mi-
nority communities because the
initial research may have often
been conducted there. Because of
the effacts of the ensuing re-

search-related-developments, the

involvement of minority re-
searchers is essential. Campbell

© (1975) stated that thiacguntry
Wt A~13

University of North Carolina, Chapel Hill

has a larﬁnd sophisticated
commitment to educational R&D.
If this is the case, mjnorities
should have an integral part in
meeting that commitment as sig-
nificant members who affect the
direction of R&D in this country.

L

This becomes apparent when one

considers the import-ailce of many
educational decisions affecting
minority children which arise
from R&D efforts. '

It is the belief of Schutz (1973}
that within educational R&D lies

- the most effective means by

which the human capability for
solving the inevitable problems

of our future is assured. Based on ’

Schutz's view, it is necessary that
the role of minorities in R&D be-
comes broader, for many of the

educational problems within mi.

nority communities have yet to
be fully addressed. It is only fit-
ting that mirorities become more
involved in a process that so of-
ten has implications for minority
people. Furthermore, the most

- likely inclination of a number of

minority researchers would be to
address questions related to mi-
norities, if not specifically, at
least in a general fashion.

Thus, there is a need for more
minorities in R&D who will then
focus on many of the problems
concerning minority people. In
addition, because of their back-
grounds and experiences, minor-
ity researchers will often bring
quite different perspectives to ed-
ucational research. Therefore,
one important means to modify
the role and status of minorities
in R&D is to increase the number

N




of individualstrained 1n the
ficld. which also should favorably
affect the state of R&D in this
country.

The number of minorities with
doctorates remains relatively
small. For instance, in 1976,
blacks made up only 4.2 percent
of all Ph.D.’s in this country
(Gilford & Snyder, 1977). Fur-
thermore, the number of blacks

" receiying doctorates decreased

4.7 percent in 1978 from 1977; as
a result of the U.S. citizens and
non-U.S. citizens with permanent
visas who were doctorate recipi-
ents for 1978, only 4.1 percent
were black (Gilford & Syverson,
1978, 1979). 1t is apparent that
very little has changed when
Brown (1973) was moved to esti-
mate that approximately only
two percent of all educational re-
search comes from minority
groups, and of that proportion,
‘only a small number are in posi-
tions to influence research that
affects the lives of minotrity peo-
ple> Acknowledging that the role
of AE is limited, Brown sug-
gested that the organization use
its influpnce to support graduate
fellowships for minorities,

thereby ggting_ more minorities’
ate: .

in graduaté'programs.

The Possible Role of AERA

External efforts to enhance the
role and status of minorities in
R&D by AERA could be of the
nature Brown suggested, but of
even greatet significance would
be the undertaking of modifying
efforts within its own organiza-
tional structure. For just as mi-
norities are not an integral part
of the R&D network and commu-
nity, they are not an integral
part of AERA. This could be rem-
edied to a certain extent by in-
suring greater minority partici-
pation in
activities. For instance, by insur-
ing that minority members serve
on significant committees, such.
as the Research Training Com-’
mittee, the Publications Commit-
tee, and various Program Com-
mittees minorities would play a

- greater role within AERA. Fur-

thermore, by serving as members
on editorial boards of AERA-

AERA-related

program readers, minority re-
searchers will impact upon the
organization's related R&D activ-
ities. Through contact and expo-
sure, 'such involvement would
provide minority members of
AERA with greater access to the

"R&D network. It would also pro-

vide AERA and its members with
valuable perspectives from mi-
nority researchers.

Other activities that AERA
could undertake in efforts to
modify the role and status of mi-
norities i
continuation of the presessions,
initiated by Ronald Braithwaite
and funded by NIE, which were
aimed at minority graduate stu-
dents. With regards to minority
professionals enq‘aged or inter-
ested in R&D, the organization

could ensure that its research .

training institutes and other con-
tinuing education activities (pre-
sessions, postsessions, special
conferences, workshops, etc.)
have solid representation of mi-
nority participants. Because most
of the targeted individuals would
be under budget constraints,
AERA could promote greater
participation by awarding sti-
pends that might defray the ex-
penses of travel, housing, meals,
and program costs. The organiza-
tion could also sponsor collabora-
tive research workshops where
participants would be invited to
brainstorm research topics and/or
plan research projects in a "think
tank” approach. AERA could
then ensure that a significant
proportion - of minority re-
searchers would fully participate
in such an activity. Involvement
in that type of atmosphere would

stimulate professional growth for-

all participants and the minority
participants would be able to
share their particular experi-
ences and views with others and

. gain exposure and access to the

R&D network, not to mention the

involvement in_major research

efforts. .

Regarding additional efforts
that could be undertaken by
AERA to modify the role and
status of minorities in R&D, it
was of interest to find that in a
survey report by Tittle, Saario,
and Denker (1975), a number of

R&D would be the -

AERA. The recommendations ad-
dressed the concerns of women,
but many are parallel to the con-
cerns that-minorities have had
for years. Those recommenda-
tions are listed below with only
the word minority substituted for
terms of female gender. '

To facilitate the modification of
the role and status of minorities
in R&D, AERA should: *+

(1) Adopt affirmative action
policies for its own staff, journals,
and all other affairs of the organ-
ization. ,

(2) Advocate that organiza-
tions hiring AERA members
adopt affirmative action plans,
including state and local school

_ districts as well as research or-

ganizations.
(3) Appoint a standing com-
mittee on the education and em-

ployment of minorities in educa-

tional research.

(4) Designate a central-staff -

AERA individual'to be responsi-
ble for information on minorities.
'(6) Organize training sessions
concerming racism in education
with regard to employment and
programs/policies.

(6) Review job placement pro-
cedures and services in publica-
tions and at conventions to in-
sure that discrimination is
eliminated.

(7) Maintain a list of any na-
tional data banks of qualified
candidates for pogitions, e.g., in

‘state departments of education,

in educational administration,

‘etc. A listing of data banks avail-

able for use by individuals and
employers can be published an-
nually in ER.;/ _

(8) Encourage expanded ad-
vertising in ER to reduce the dis-

criminatory effects of informal.

networks between colleagues.

(9) Advocate that lists of ex-
ternal experts submitted to fed-_
eral agencies and other reques-
tors include minorities as
consultants, panelists, speakers,
etc.

(10) Establish a formal policy
statement regarding the ethics,

2

conduct and publications of re-.

search.

- AERA should seriously con-
sider those 10 recommendations
and others that will certainly be




into its structure. As was stated
earlier, if the organization is fa-
vorably changing the role and
status of minorities in R&D, it
must first Jook inward.

Conclusion

Educational R&D is an impor-
tant force in this country and mi-
nority involvement is essential
because of the frequent impact of
R&D on minority communities.
AERA can play an influential
role in ensuring that present mi-
nority researchers will have
greater access to the R&D net-
work and thus become an influ-
ence in the field. There are signs
that AERA might be willing to

-

take some positive steps in this
regard. If AERA decides to wear
a mantle of leadership in some of
the areas discussed, ensuing rip-
ples may be felt within other or-
ganizations and more impor-
tantly, within agencies and

institutions, As a result, signifi-
cantly favorable modifications of -

the role and status of minorities
should occi’. -
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Partlelpatlon of Women

i
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he relationship between wom-
I en's professional activity and .

their professional rewards recemly
has become a subjccl of major inter-
est to social scientists.' This emerg-
ing concern received impetus from
the women's political caucuses with-
in the'various social science associa-
tions. This paper addresses a major
issuc underlying this concern: the
need to discover whether or not
women's professional activities, as
well as their rewards for such activi-
ties, is commensurate with those of
men. .

The paper views the trend in fe-
male participation in AERA since

1965, as well as the productivity and-

rewards of these women compared
_to their male colleagues. The report
is based upon three different types
of data: |) AERA records dating
back to 1965: 2) a 1975 demograph-
ic survey of the total membership;
and 3)a survey of approximately
seven percent of the AERA mem-
bership conducted in early 1975.

1. Historical Survey of
Female Participation in
. AERA Activities
A count by gender was made of
individual participation in.Associa-
tion activities from 1965 through
1974. Gender was assigned on the
basis of first name.! Names of in-
determinate gender were omitted.
This occurred most often in the
" annuil  meeting programs; even
there, fewer than two percent of
names were omitted in any year.

Aﬂ'l;ldl Meeting

o

~

participation have been made by
females in the last decade. The an-

nual meeling has been the area of .

most consistent increase, as scen,
in Table |. Females constituted 10%
of all annual meetin plruclpams
in 1965; 12.9% in 1 13.6% in
1969; 16.8% in 1971; 8. 6% in 1973:
and 22.2% in 1975.

‘Level of female participation: in
the various roles in the annual meet-
ing, however. has varied. Among
primary authors on the program,

the female participation rate has -~

varied from 11.9% in 1965 to 23%
in 1975. Among secondary authors,
the level has increased from 12.1%
in 1965 to 27% in 1975. Females
chaired considerably re sessions
on the program in 1975 than 10
years ago: from 2% in 1965 to 18.5%
in 1975. But gains in the discussant
role have been fewer: 4.3% in 1965
10 13.4% in 1975. As major invita-

tional speakers, the pattern is er-

ratuc: one of “7(14.3%) in 1965:
none at all from 1966 through 1970;
one each in 1971 and 1973 (aboul
5%): two'in 1972 (9%); and three in
cach of the last two years (13% to
15%).

Authors in Periodicals?
Percentages of female authors in

- AERA periodicals vary consider-

ably over the. ten year period.
Female authors in the American
Educational Research Journal
(AERJ), for exumple, represented
17% of the tdtal authors in 1965 and

ing at 18% in 1973. In 1974 the per-
centage dropped again to 16.3%..
The percentage of (emale authors

in the Review of Educational Re-

search (RER) was highest in 1965
(20.4%) then ranged from 12.5% to

17% during the years '66-'68, "70

and ‘7). However, the number
dropped tg 8% in each.of 1969, "71
and '72, and fell to zero in 1974,

-Gaverning Boards

and Appointmenis?

Female representation  on
existent from 1965 through 1969,
and has been six or twelve percent
‘in each year since, depending on

whether "one or two women were.

clected.

Representation of women on

- standing Association committees -

approximately 10% for the past two
years—reached -a record of 19% in
1972, up from 13% in 1971. That
represents & cemsiderable incregse
compared to the 3% and 7% levels
of previous years in the same
decade. .
chrcsenlalion on ad hoc com-
mittees in the Associatipn ranged
from as low as 1.7% (of 57, persons)
to 8.4% (of 59 persons) during the
first seven years of the decade ¢x-

amined, a period when proliferation

of ad hoc committees adtively
worked on Association programs.
Since 1972, however, no more than
one or two ad hoc committees have
been in existence, two of which are
the women’s committee and the stu-
dents’ committee. In those years.
female representation increased 1o

the.
AERA governing Council was non-

51972 to 14% and 12.7% before pedk- 25% (of cight individuals); 54.5%

A=17 51 1 A | o
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(of 1! individuals) and 37.5% (of 16
individuals —including five out of
six members on the women's com-
mittee).

- In the decade examined;e there
were no females at all on the edi-
torial boards or among the major
editorships of any of the three
AERA perioaicals. Nor were there
any on the editorial boards of the
two major reference works produced
during that time: the Encyclopedia
of Educational Research and the
Handbook of Research on Teach-

percent of the contributors in both
reference  volumes \were women.
However, the currént) review cditor
of the AERJ is a womign as was one
of the volume editors for the seven-
part Readmgs in Educational Re-
search series and thel\appointment
of a woman to succ the current
editor of the AERJ in 1976 recently
was announced.

Use of females as reviewers by
the AERJ did not occup until 1971
(27% to 3% in 1971 and} 1972), but
it has increased to 15% {and nearly

viewers and consulting editors for
the R§R included 34.4% women in
1965, during which year  AERA
published the last topical issue on
carly childhood education, an arca
of specialization for many women
rescarchers. However,- the percent-
age of women reviewers dropped to
14%, 16% and 12% in the next three
years and has ranged from 6% to 8%
in the most recent six-year period.

Women Among the
Total Membership

ing. At the same time, cight to ten  20% in the past two Nears. Re- Until recently, only scattered es-
TABLE 1. AERA ANNUAL MEETING PARTICIPANTS ,
1965 1966 1967 1968 1969 1970 1971 1972 1973 1974 1975
PRIMARY 200M 336M 462M S55M 705M  950M| 1020M 1086M 1200M 1184M 1194 M
AUTHORS a5F 48F  62F . 8F 115F 207F| 233F  250F  309F  320F  3B6F
Per cent 19 125 1.8 131 14 17.8 18.5 18.6 20.5 211 23
Female ‘ 4
SECONDARY =~ 58M  119M 138M 208N 220M 313M ||° 418M  431M  S20M  538M  476M
AUTHORS 8F 2IF 37F 25F 6OF SS5F | 108F  93F  127F  179F  178F
Per cent 121 1885 210 107 208 149 | 202 17.7 19.4 25 27
Female . o
SESSION 78M  8BM  117M  156M  196M 314M | 320M - 334M  365M. 338 M 312wl
CHAIRS 2F 8F 13F WF 1SF  30F | “42F A7TF,  S8F  T0F nEF
Per cent 2.0 83 10 82 71 87 1.3 123 133 17.2 18.5
Female *
DISCUSSANTS  ,22M  27M 46N _ 72M 110M 151M  158M  168M  189M  202M 264 M
& CRITICS 1F OF - 2F. AaF 7F oF 13 F 12F 34F 31F “F
Per cont a3 0 42 4.0 6.0 5.6 76 67 16.2 13.3 13.4
Female
. / . ‘
SPEAKERS oM 10M oM 1M 1AM 1AM 16M 20M 21M 19M 17M
1F OF oF OF OF 0F 1F  2FF 1F aF 3F
Per cent : ’, .
Female 143 0 0 0 0 0 59 0.1 a5 13.8 15
, ; .
TOTAL 471- 6683 885 1128 1451 2052 2345 2453 2831 2802 2010
TOTAL 47 R P4 ~. 126 97 300 395 404 527 603 047
Female .
Per cont 10 125 129 112+ 136 147 188 1.5 188. 209 22.2
F.m.'..; ‘ <

Source: American Educational Ressarch Association published Annual Meeting Programs, 1965-1975 (3/20/78)
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umates from sureeys sampling five
to ten percent of the membership
were available as guides to the num-
ber of women in theé Association or
the ficld. Preliminary results from
the membership-wide demographic
turvey conducted last fall by the
Association now have provided the
most reliable estimate to date. With
more than 4,000 responses tallied
from 9000 members surveyed,
26.3% arec female and 70.3% -maiec.
An additional 3.4% did not indicate
gender. :

Major dlscnphnes indicated by
females in the major demographic
survey are: ‘education—56.9% (627);
psychology — 19% (209); statistics,
mathematics or research methodol-
ogy —9.6% (106). Another 10.2%

indicated disciplines not listed on

the questionnaire,. and fewer than
2% indicated sociology, anthropol-
ogy, history, political science or
philosophy. Comparable percent-
ages for males are: education -
52.8%; psychology —23:5%; statis-
lics, mathematics or research meth-
odology — 12%;" 6.2% in disciplines
_not listed on. the questionndire; 2%
in sociology, and 3.4% in anthropol-
- ogy., cconomics, history, political
science and philosophy. ' ‘

Of 1105 females indicating their
highest -degrees, 714 (65%) held doc-
torates and 339 held master's de-

grees “(31%). Of 2955 males, 2362

(80%) held doctorates
(16.7%) had .completed
master's. .

Primary work responsibility re-
ported by the females in the survey
were: 36.3% teaching; 15.4% stu-
dents, 11.9% research;, 10.1% nian-
agement and administration of other
than R&D; 9% evaluation, and 5.1%
management and admnmslrauon of
R&D..

"An -interesting parallel cmerged
between males and females in re-
porting primary affiliations (or
place of employment); for both
sexes, 69% are cmployed by colleges
or universities, 11% are with school
systems,
organizations.

and 494
their

Conclusions from Historical Data

The greatest level of participation
by women in the ficld has been the

and 7% are with R&D

all roles has occurred. However, in
committees and review boards,
where participation is primarily by
appointment,
women has been erratic.

1. 1975 Survey of
AERA Members (7% Sample)

- We turn now to the results of the
survey of a randomly-sciected sam-
ple of approximately equal numbers

- of men and women members con-
- ducted carly this year.3

After inactive -members were

climinated from the sample, a total
~of 309 males and 318 females were

sent questionnaires. Responses were
received from 240 women and 203
men, representing 75.4% of the
women and 65.7% of the men. The
overall response rate was 71%.

General Demographic Features
Age. Ethnicity and Marital Status
The age categories devised for the
survey range from 20-24 to 60-64
with ages 30-34 the modal age cate-
ory. The median age category was

"35-39 years. There are no significant

age differences’ between the female
and male groups, although there is
some slight tendency for there to be
morc women in the “under 35" year
group. (This is probably related to
the finding in the larger demograph-
ic survey that there are more female
than male students.)

In terms of race and ethnicity,
89.2% of the respondents are Cau-
casian, 3.6% are Black, 1.6% are
American Indian, and the Oriental
and Spanish surname groups con-

- tribute 1.4% cach to the sample,

with a residual (“other’) category
of 2.5%. There are no significant
differénces between men and womse«

~en in terms of ecthnic and racial

background.

. Women in the sample‘are signifi-
cantly less likely to be married than
men. Almost four times as many
women as men have never been
married (31% vs. 8%), and only 50%
of the women compared 1o 88% of
the men currently are married. In

addition, 16% of the women (vs. 3%

of the men) are currently widowed

the involvement of

have been married. 89% of the imen
and only 66% of the women have
children. And among those r¢--
spondents who, do have children,
women have significantly fewer

* children than men.

Education

As noted above, 80%' qf the men
and only 65% of the women hold
doclgralcs AERA members of bo
sexes in this sample are more likely
to hold. Ph.D's (50%) than Ed.D's
(22.6%) despite the fact that the

.majority of tcspondcnls claim edu-

cation as their primary discipline.

. Al the master's level, there are al-

mosl .iwice as many women as men
(30% vs. 16%). The rclauonshlp
between,sex and highest dcgree is
significant at the .001 level X; =
17.79).

Education is the primary discr
pline of 59% of the women and
54% of the men. Psychology is re-
ported as the: primary discipline by
25% of the men and '19% of the
women, and statistics and mathe-
matics are in third place, clmmmgsS
10% of both groups. Sociology, po
litical seience, anthropology, eco-
nomics, history and philosophy were
claimed by less than 4% of cither
sex. These figures mirror closely thc
larger demographic study.

Sex is clearly related to part-time
enroliment in graduate school

.(p = .03). Sixty-fiime percent of
"the women, compared to 59% of the

men report part-lime status during

‘at least some period of their gradu-

ate=school experience. This occurs
despite the fact that women were .
less likely to have been madrried.
Qne might speeulate that the higher
percentage of part-time students
among women reflects the greater
difficully women may have in ob-
taining educational funds from pub-
lic Monies as well as from family
resources. Overall, 64% of the males
and females report part-time enrold-
ment and 36% fuli-time enroliment

Employment .

The modal patern for both sexes
15 full-time employment; however.

or divorced. Fifty-four percent of “Somewhal more men than women

the women do not have children,

. compared to almost 22% of thg men

2% vs. 83%) arc employed full-
ime, and ovet twice as many wom-

“apnual meeting, where a steadily  who are not parents. Among those
‘inﬂreasing percentage of women in  respondents who are now or ever

ERIC - - »153

cn as men arc employed part-time
(IZ% vs. 5%). (Three percent of l(nc
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e . — .
males and 5.5% of the females re- ~In general, there is a strong rela-  been employed in their present or-
. ported _t!xemsclves as unemployed.) tionsh.ip between sex and length of  ganization for 5 or more years (55%
These differences were significant  time in present organization. Men vs. 38% for women), and women
at the .02 level. are more likely than women to have *  are more likely than men to be in
: ' - . v
h - R TADLE 2.
INDICATOR NONE " AT LEAST ONE TOTAL CH!I SQUARE
1 N % N % N S % 1df p
AERA Division” M 192 94.8 1 5.4 203 45.8
Commmittees
’ F . 2937 9.0 3 - 13 240 - 542
. T 29 988 14 ;- 32 “3 - 100 T B
) ‘\ _ 4957 - .02
’ AERA Editorial Board M 189 93.1 14 .9 20 458
F 234 97.8 8 25 240 54.2 - k
: T 423 5.5 20 45" 4 100.0
' e 3.“4» .04
- Article Reviewer - M 19 931 14 (X 203 45.0
L]
) F 234 978 .8 26 - . 240 84.2
T ‘423 - 955 20 45 . 443 100.0 ’ 3
- : - 398 04 ]
Professional M 9 .4 194 95.8 203 4.8 T
Socleties : . = b
other than F 27 1.3 213 [TX] 240 84.2
AERA ‘ . o - . .
. F 3 8.1 407 (1K) 443 100.0
5.082 .01
Attendance at M 1 20.8 . 42 ™2 53 53 ..
AERA Annus} ) ‘ |
Mestings during F 20 42.0 27 §7.4 47 47
past 5 yrs. . ’ 1 . .,
€d.D.'s only T 3 31.0 0 0.0 100 100.0
. . 4.582 03
AERA Article M 1] 9.1 12 10.9 110 50.0
Reviewers: ' . )
Ph.D.'s only F 108 98.2 2 18 110 50.0
T 208 93.0 14 6.4 220 100.0
8179 01
Number of Books M 180 88.7 23 13 203 4.
peimary author : v . ) \
F 20 9.3 ] 38 - 240 542
- | a 28 . 32 1.2 a3 100.0
3 - , s t .-332 m

A=20
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TABLE 2,

- o !
R~ v voxt provided vy eric [

, . ’ mﬂ )
INDICATOR NONE ", . AT LEAST ONE TOTAL CHI SQUARE
‘Number of Chapters ~ M 156 768 47 23.2 203 45.8 10t P
- in books . o Y v .
primary author F 203 84.8 37 15.4 . 240 542
T . . 359 81.0 84 19.0, 443 100.0
) ‘ . . 3.795 .05
Number of M ~ 180 78.8 43 21.1 203 458
' Monographs . :
primary author _ E - 207 86.3 33 ., 13.8 240 - 542 )

‘ T 367 62.9 .. 76 12.2' 443 100.0 : S
. . . ' . : ' 3.767 .05
Number of | M 70 345 133 5.5 203 45.8
Journal articles o . .
primary author | F 125 521 115 479 240 54.2

T 195 . 44.0 248 56.0 443 100.0 ;
- 3.12040  .0003
Number af / M 19 588 . 84 414 203 458 :
Technical reports, - ’ ' ~
primary author F. 163 67.9 m 32.1 240 54.2
\ : * .
FT 282 63.7 181 36.3 " 443 ~ 100.0 ]
- ~- T, '3.716 .05
__Number of M 125 616 78 38.4 203 45.6
[ Journal articles, . “ p * .
secondary author F 173 72.1 67 27.9 240 54.2 : i
- . .
T 298 67.3 145 327 © 443 100.0 .
' '5.04732 - .02
0 ~ '._) N <
Primary authorship -~ M 57 86.4 9 1.3 66 - 48.2 :
of workbooks, -
AERA primary F 75 | 97.4 -2 2.6 . « 17 53.8
protessi?ml ¢
atfiliation T 132 92.3 11 7.7 143 100.0 o
A 4.634 *.03
Secondary author- ;M 130 96.3 5 3.7 135 48.8
ship of other ] - ) »
.articles, non- F 139 89.7 18 10.3 165 53.4
AERA primary - . ,
_professional affiliation T 269 92.8 21 7.2 290 100.0 }
- : ) ‘ ) 3.772 05
Primary authorship (7] 12 160 63 184.0 75 51.0
of'Journai '
articles, Ph.D. . F 24 33.3 48 66.7 72- 49.0
- non-AERA primary :
professional affiliation T - 38 24.5 * 1 75.5 147 100.0
: ‘ 5.087 _ .02
Secondary authorship M 13- 39:4- 20 '60.8 33 50.8
+ of journal . o - .
articies, Ph.D.’s F 22 88.8 10 31.3 32 49.2
i | AERA primary ] | |
" I" professichal affiliation T 35 53.6 30 " 48.2 65 100.0
N . 4.514 .03
B A_zl ]




the two years or less category (42%
< vs. 26%.p = 005). |

Work Setting and Responsubnlmes

seven percent of the women a:;ﬂ
62% of the menlisted colleges and
universities as their primary plages
of work. School systems claim 5%
of the men and 16% of the women,
while
organizations employed 9% of the
men and 5% of the women. Teach-
ing is the major work responsnblhty
of 46% of the women and 36% of the
men, ' while research is cited by
equal percentages of men and wom-
en. Men and women are equally
likely to report research and evalua-
tion as ‘their major function, but
'men are somewhat more likely to
report that they are involved in
R&D management and other kinds

- of administrative work.

Participation in
Professional Activities

Men and women are cqually dis-
tributed across work settings. Sixty-/

rescarch and development:

A variety of participation indica-.

tors were examined (sec Table 2),

which we shall treat here in a sum-

mary way.4 Overall, we find that
participation is low, but this is par-
ticularly true of AERA sponsored
activities.

Participation in AERA

Men are more likely to have been
AERA Mmembers for a longer period

of time. This probably is due in part

to two factors: 1.)the very slight

tendency for AERA men to be

older; and . 2) the greater number

of female students in AERA. The

same percentage of men and women

have been ‘meimibers Tcss than one
year, however.

It was expected that this differ-

ential sex rate of participation ob-

1 served in the historical sufvey would

show up in the sample data. How-

ever, according to the samﬁle sur-

vey, although there is a slight

tendency for men to have a higher

+ participation’ rate than women, in

almost no case is this statistically

significant. Since the percentages

involved are so small (frequently

less than 5% of the total sample),

Q placed on these differences.

‘[Kc \
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" general

Non-A ERA Paruaparlon
Ninety-sm percent of the men and

89% lof the women belong to profes-
siondl socictics other than AERA
_(p = .01). This is the only statisti-

cally. significant difference between
men| and. women in terms of par-
in non-AREA groups.
Similarly, 81% of the men and 84%
of the women attended at least one
other meeting last year. These fig-
ures decrease when it comes to num-
ber of presentations; nevertheless,
they are fairly high compared to the
AERA presentation rate of the past
five ‘years. The percentages of men
and women are fairly stable over

. different types of meetings. Forty-

nine percent of the men and 43% of
the women have given (fat Iea&l‘;’one
presentation at a national meeting.
Regional meetings have similar*
figures (49% and 42%), and invited
conferences also' are in_ the same
range, although slightly
lower (41% vs. 35%). There is little
difference betwéen the sexes espe-

* cially when onc coflapses the vari-

ables into no prcscmatmns vs. at

- least one.

In answer to the question, Do
you consider AERA your primary
professional association?’ only 33%
of both men and women responded
“yes.” The lack of differences by
sex on this variable, combined with
the lack of differences in parti¥ipa-
tion by sex, make it unnecessary to
pursue these relationships further.

It is not surprising that people
who do not consider AERA their
primary organization are more ac-

tive in other groups. If we examine
the relationship between pnmar.y

affiliation and AERA partlcnpatnon
the trend is clear—at least in terms
of the activities that have enough
participants to consider. People who

- identify AERA as their primary ‘or-
_ganization attend more AERA

meetings (p = .0002) and more

often have given at Jlcast one paper’

(p = .001).

Prodnctmty

Productivity is measured by pub-
lications of various sorts. These in-
clude books, workbooks, chapters in

\

. books, monographs, articles in pro-

fessional journals, other articles, and
technical -feports. Publications arc

A=22

counted separately for primary and
secondary authorship- -
Collapsmg publications into cate-
gories of none or at least one, there
are stgmﬁcant relationships between
sex and primary authorship for
edited books, (p = ..004), book
chapters (p = .05), monographs

(p = .05), journal articles (p =

.003), and technical reports (p =
.05). The only significant relation-
ship for secondary authorship is for
journal articles (p = .02)..

In all of these cases, men are

more productive than women, al- -

though it is rmportant to emphasize

. that in no case is the relationship

very strong. For cxample, 'lookmg
only at primary authorship, we find
the following:. l 1% of the men have
edited at least one book, compared
to 4% of the woinen (¢ = .15); 23%
of the men compared to 15% of the
women have written at least onc

" chapter in a book (¢ = .10); 21% of

the men compared to 14% of the
women have written a monograph
(¢ = _10), 66% of the men com-
pared to-48% of the women have
‘written a journal article (¢ = .18);
and 41% of the men compared to
32% of the women have written a
technical report (¢ = .0). The
strongest relationship here is the one
between sex and journal articles;
hiowever.even this is not particularly
pronounced. '

. ¥

Prodnctmty and
Primary Professional Affiliation

If these 'same reclationships are
examined controlhng for whether

 AERA s the ‘primary professienal - - - |

afflhatlon, we find that on primary
authorship of an edited book, chap-
ters in books, and journal articles, .
the relationship between sex and

productivity holds up only when
AERA is not considered the major
affiliation s The relationship between
sex.-and technical report authorship,
on the other hand, disappears for
the non<AERA pecople and holds

_ -up for those who consider AERA

their major affiliation.

In addition, two new relation-
ships emerged. These are between
sex and authorship of workbooks

for AERA primary people and sec*

ondary authorship of other articles




all but the last case, the direction of
the relationship favors men as more
productive. It appears that the rela-
“tionship between sex ‘and produc-
tivity is contingent upon type of
affiliation with AERA. Further,
for most types of publications this

for non-AERA primary people. In-

relationships| between AERA pri-

\{\/hcn we Jlook at the zero-order
mary affilidtion and productivity,

“we find that, although there are few

statistically significant results, non-
AERA primary peoplc tend to be
more activ® as primary authors. This
trend reaches significance (p = .02)

of publications. When it comes to
secondary authorship, the data vary,
with some cases having greater pro-
ductivity by AERA' people and
some showing the reverse. This sug-
gests that part of the- difference
between AERA and non-AERA
primaries is due to the tendency

«j

is truc of non-AERA primary peo-  for authorship of journal articles toward low productivity -among
ple but not AERA primaries. and is generally true of othc( types  AERA people.
TABLE 3. SEX BY ENTERING SALARY ' ,
$20,00 & above $12-20,000 Under $12,000 Total \
. Chi square’
No. % No. % No. % No. % 2dt¢ P
M 48 23.7 86 443 62’ 32.0 194 47.0
[ . -
F 23 10.5 102 468 94 429 219 53.0
T 69 18.7 186 45.5 156 37.6 413 100.0
14.03033 0009
N : .
/ SEX BY CURRENT SALARY
M. 108 54.1 72 38.7 18 9.2 196 48.9
F "85 29.3 121 54.5 38 18.2 222 53.1 » ’
T m 40.9 193 48.2 54 129 - 4.8 100.0 . )

26.75712 0.0000

SEX BY CURRENT SALARY CONTROLLING FOR HIGHEST DEGREE: PhD

M 56 53.3 “ 390 ° 6 7.6 105 49.6
. - ¥
F 42 ', 398 59 55.7 5 47 108 50.2 .
.
T 96 46.4 100 47.4 13 6.2 211 100.0
592770  0.0518
- - - SEX QY CURRENT SALARY CONTROLLING FOR HIGHEST DEGREE: EdD
M 35 660 - 17 32.1 1 1.9 53 54.1
-y
15, - 33.3 26 62.2 2 44 45 45.9
50 51.0 45 45.9 3 3.1 96 100.0
10.43762  0.0054
SEX BY CURRENT SALARY CONTROLLING FOR HIGHEST DEGREE: MA/MS
» 4
M 1 36.7 10 33.3 .9 30.0 30 32.8
7 1.3 31 50.0 | 24 38.7 62 67.4 °
16 19.6 “ s’ 33 35.9 92 100.0
8.34197  0.0154

Aruitoxt provided by Eic:

[N

A=2 35 7

¥




T ship between sex ~and productivity”

Productivity and Education

Controlling for educational level
also depresses tlic relationship be-
tween sex and productivity. Th
only relationship remaiM
even approaches statistical signi-

cance is that between sex and pri-
mary authotship of journal articles

- among Ed.D.’s (and this is not

strictly within the accepted limits -
of significance, p = .06). However,
within most categories of author-
ship, the direction of the relation-

remains the same: men are slightly
more productive than women. In

' some cases, however, women with

M.A.’s or M.S.’s are slightly more
likely to have at least one publica-

tion than are men of the same edu- .

cational level. In some cases, the
trend is also reversed when second-
ary, rather than primary, author-
ship is involved. '

It appears, then, that d)‘fferenm
-in educational level also are an
important part of t
of sex differences in productivity. '
3‘"‘ the tendency to maintain the

irection of differences noted above
even when stratifying by highest
degree indicates that this is not the
entire explanatjan. :

It is Aecpsary at this point to
investj further the relationship
bet education angd productivity.
If /educational level and' primary
professional affilistton are simulta-
neously controtled, only two statis-’
tically significant relationships re-
main. These are both among Ph.D.’s
only. The first is a significant rela-
tionship between sex and primary
authorship of journal articles among
non-AERA people (p = .05), with
84% of the men and 66.7% of the
women having second authored at

~ least one. The second significant

relationship is for secondary author-
ship of journal articles and-this time
it holds for AERA people only.
Sixty-one percent of the men and
31% of the women liave had sec-
ondary authorship on at least one
journal article (p = .05). In other
words, differences in sex tend to,

disappear when both education and '

professional affiliation are con-
trolled for all publications except
journal’ articles. Considering the
importance of  journal articles in

14

explanation””

TABLE 4: REGRESSION OF CURRENT SALARY ON
SELECTED INDEPENDENT VARIABLES
Independent Variable . Rt R? Change F o' p
Sex . . 10737 .10737 18.201  .001
Age T 26480 17743 13524 .001
Marlital Status .28480 .00008
Number of Children 28737 .00251 '
Education :311(e .03041 - 7813 .01
Length of Time in :
.. Bresent Organization 35192 103414 " 14.945  .001
Promotion ' 37132 01940 .
Tenure Available 37456 104324 6.034 .05
Have Tenure 29481 .02024 - 12.242 ~
Entering Salary 52157 12676, . 71535  .001
Authorship-Secondary 52176 .00019 *
AERA Primary Prof'l .
Affiliation 53123 .00947 4721 .05
Authorship-Primary 53657 .00533
R? = 63657; F = 26.27336; p = .001

establishing proféssiogal i'eputatibn,
this is an important difference.

Muitivaviate Anelysis of
Participation
and Productivity Variablés
The relationships among variols
background factors and dependent
- variables denoting professional ac-
tivity,, including participation and
productivity, were_examined, using
a linear additive model. These
analyses are reprinted in detail in
the Committce Final Report and
tend to confirm the findings of the
contingency tables (R2 = 057 for
participation in AERA and sclected
variables; R
professional partlcipzation and se-
lected' variables; R4 = .208 for
primary authorship; and R2 = 161
for total authorship).

Salaries

Salary is used here as one opeta-
tional definition of professional
rewards. When we look at entering
salaries, we note a significant rela:

, tionship between sex and entering
salary. In general, women are more
likely to" receive lower entering sal-
aries than men. Forty three percent
of the women, compared to 32% of
the men, received under $12,000 as

% 0

5

A=24

= .094 for bther[

~but the trend remains generally the

_$12,000 level.
14% of the men, compared to less

58

an entering salary in their present
jobs. At the $20,000 and above
level, men were -more than twice as
likely as women (24% vs. 11%) to
command this range as an entering

salary in their current position

(p = .001). .

Controlling for the highest degree
held by respondent, the relationship
falls below the level of significance,

same. Among respondents with
Ph.D.’s men are more than twice as
likely as women to receive $20,000
or above as an-entering salary (19%
men vs. 9% women). Among Ed.D.
holders, men are more than four
times as likely as women (21% vs.

5%) to receive $20,000 or more,

while 11% more women than men
with 'Ed.D.’s{ entered below the
t the master's level,

thand% of the women, entered at
the $20,000 or above level, and

women still outnumber the ‘men in-

the “under $12,000" level by 7%.
When we look at current salary,
we see a similar pattern. This is not
unexpected, in view of the obvious
link between entering and current
salaries. Sex is.strongly related to
current sdlary, with 54% of the men
and only 29% of.the women earning

[
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$20,000 or-more. Women exceed
men in both of. the lower salary
categories (512,000 to $20,000,
and under $12,000). )

The relationship belween sex and
clarrent salary, controllmg for high-

est degree, remains intagt at both’

the doctorate and masters levels.

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

39% of the females, carn $20,000 or
above, while 56% of the women,
ed”to 39% of the men, ecarned
between $12,000 and $20,000.
Among Ed.D holders, 66% of lhe
men vs. 33% of the women currcntly
carn $20,000 or mare, and women
again are more likely to be in the
lower salary rz_mks (with 62% of the
women Ed.D.’s vs. 32% of the men
Ed.D.’s ecarning between $12,000
and $20,000, and more than twice
,as many women as men carning
'below $12,000). At the master’s
level, the pattern is upheld, with
men more than three times as likely
as women to be carning 820000
or ‘more. .
Introducing length of time in
present organization into the réla-
tionship between sex and salary, we
find the strength 6f the rclatlonshnp
changes, but the direction remains

- consistent. Among individuals vho

have been in their current employ-

ment setting two years or less, the
relationship between sex and salary
is no longer 'statistically significant.
But -for those individuals who have
been with the organization three to
ten years, sex is significantly related
to current salary. For the small
group (N = 67) who have been in
their present organizations in ex-

«cess of ten years, salaries are no-
for both men and

ticeably higher -
women (83% of the men and 81% of
the women at $20,000 and above).
For those long term employees, the
differences at the lower salary levels
are less than those observed among
workers with shorter periods of
employment.

If we control simultancously for
primary responsibility and educa-
tional level, we find that among
teachers and administrators, male
and female Ph.D.’s carn compara-”
ble salaries. Among Ed. D.’s, how-
cvér, males carn substantially more
than females in both the teacher

@ " the administrator roles. Fur--

'

TABLE 5: REGRESSION OF TENURE ON SELECTED INDEPENDENT VARIABLES
(. « o

there were strong differences in

_salary between females and males,

although the Ed.D. group was too
small to permit any serious con-
clusions.

In general, at every cducallonal
level, men usually. earn’ more than
women. While women tend to have
fewer doctorates than .men, cven
when they do have them,.men carn
considerably more money.

For, those individuals whose cur-
rent salaries exceed their entering
salaries, there is no indication that
this represents a change in respon-
sibilities for ecither men or women.
This ‘increase in salary is probably
more likely due to length of ume on
the job.

This differential in salary Icvcls is
interesting, . particularly when we .
note that the age distributions for
men and women are similar, and
also that women are somewhat more
likely than men to receive their
doctorates before age 35 (combined
Ph.D. and Ed.D.—
49% men).

Promotions

Promotions served as our second
index of rewards. The relationship

. between sex and mosé recent promo-

tion indicates that ‘women are'.al-
most twice as likely as men to have
received no promotion during their
entirc employment period within
their present organization (22% vs.
12%, p = .0l). And controlling si-
multaneously for education and
primary responsibility, we find that
the relationship betwéen sex and

57% women vs.

independent Viriable R? R? Change F. 3
Length of Time ln : . . .
-PuuntOrglnlL . 43765 - .43765 71.444 001
Age ’ 45520 01781 6.631 01
Sex - 48129 " .00803
|Number of Chilaren 468406 *t gnere
Authorship-Primary 48702 00264 ' (
Authorship-Secondary )‘ 47210 00019
Education ’ " 48730 '».00008
R = 46730 F = 22.55692. p = .001
ther, ~among Ph.D. rescarchers, (b - '.05) only for Ed.D.’s who

teach.
Multivariate Analysis of
Reward Variables

Salary
Salary, as noted above may be

. conceived as onc operational defini-

tion of professional rewards. Em-
ploying multivariate techniques to
examine the various factors that
contribute to current and entering
salaries, the findings of the previous
analysis are confirmed and extended
in Table 4.

With current salary as the de-
pendent variable, and sex, age,
marital status, number of children,
educational level, length of time in
organization, time of most recent
promotion, tenure, entering salary,
productivity, and AERA affiliation -
as independent variables, a total of
53:5% of the variance can be ex-
plained. This is significant at the
.001 level. The major contributing
factors are age, entering salary and
sex (change in R2is .177, .126, and
.107, respectively), each of which is
significant at the .00l level. As

‘might be expected, older -age, male

gender, and a high entering salary
correlate with high current salary
High educational level and an ex-
tended time in present organization
cach contribute approximately 3%
of the total explained variance and
are significant at the .0l and .00l
levels; Other factors that are sta-
tistically significant are having
tenure and not considering AERA
one’s primary professional affilia-

promotions maintained significance =7 tion. Thesc howcvcr do not con-

i-25 909




.

o tribute very much to the total ex—
plained vanance

Other Rewards

Three other indicators of profes-
sional rewards are promotions,
tenure, and occupational prestige.
Only the analysis using tenure pro-
vided -interesting results, as shown

. inTable$5. .

.. 7 Looking only at people affiliated

~® " with organizations where tenure is
available, over 46% of the variance
in tenure can be accounted for, and
almost 44% of this is cxplained by
length of time in the organization.
Another 1.7% is accounted for by
age. All other factors are negligible,
including productivity. Longevity
appears to be the most significant
factor in gaining tenure, rather than
- cither achicvement or ascription.

N

Summary

In sum, among the very limited
group in AERA who pamcnpate in
governance and other association
activities, the proportion of women

N

appears to be increasing, if some-
what ecrratically. But activity in

AERA generally is limited to a very

small group of women and men.

Productivity differences between
men and women are slight. Where
they reach statistical significance,
the stiéngth of the relationships
usually is limjted.

While “participation and produc- -

tivity rates of men and women show
only slight differences, the reward
system is clearly differentiated by
sex. This 1 influenced most by
level of education and length of

time in the work organization. Ad- °

mittedly, therc is a greater propor-
tion of males with doctorates, and
morc women than men have mas-
ter's degrees. But even when wom-
en.do hold the same degree as their
male colleagues, their salary differ-
ences tend to persist, particularly
among Ed,D. holders.

Some very recent gains by wom-
en — particularly within the last year
—are noted in terms of promotions,
And women who are long estab-

\
¥

\
‘.
/!

-
~ P

lished in the ficld (i.c., in the same
organization more than ten years)
appear to do as well as men. But
women in the less advanced stages
of their professional lives receive
lower salaries than men at the same
stages. :

In an oversimplified way, we can
answer our original research ques-
tion by concluding that

1) the' most meaningful demo-
graphic difference between female
and male respondents is educational
level;

2) participation and productivity
differences are slight; but,

J) reward differentials between
the sexes arc substantial.

Netes
A full description of the method is in the
Committee's Final Report.

2(,omplete dats in tables are in the Com-
mittec's Final Report.

Ia full dcscnpnon of the sample selecuon

. procedure is given in the Committee's Final -

Report.

4Sec Committee’s Final Report for dis-
cussion of all participation vm'!bles.

4
w

in May, 1973, representatives of the Special
on Women in Educational Research petitioned ¢

AERA Councll Actions
on Women

intsrest Group

AERA Counclli recrultment.

spirit and pﬁ?ﬂlco to end discriminatory patterns in hiring and
(June, 1974) '

to take direct action to improve the role and fatus of women
in the field of educational research and in the affairs of the Asso-
ciation. At that and subsequent meetings, the AERA Council has
passed a series of. eleven motions dealing with-aspects of the
role of women. Following are those motions, with the dates each
was passed.

® That ‘a committee to mmtlg.lto the status of |women In

committes be women; and that the findings and recammenda-
tions of this committee be printed and distributed to the AERA
membership. (May,.1973) - )

@ That it is the sense of the Association Council that women
.should be appointed to committess and offices and nominated
for elective offices commaénsurate with the number of women
in AERA. (May, 1973)

© That the Executive Officer be directed to report annually to
the Councii on the number of women in the Assoclation and to
provide an analysis of the roles they sre piaying in various com-
mittees. (May, 1973)

® That AERA withdraw from joint sponsorship with Phl Delta
Kappa of the annual résearch award. (May, 1973)

e That AERA supports the policy of open recruitment and
urges empiayers of educational researchers to cooperate in

4

e That the Counci! authorize the President to send an open
letter to employers of sducational researchers stating the sbove
policy and urging that ampie notice of vacancies be made
through such publications as the Educational Reésearchet, and
diciplinary journals and that vacancies bc filed from the pool
of candidatés developed through open recruitment. (June, 1974)

® That women have.full opportunity for: participation in the
activities af the American Educational Research Assoclation
(May, 1975)

@ That the Amaerican Educational Research Association sup-
ports’ the principle that women have full opportunity to partici-
pate In research training institutions and research organizations.
(May, 1975)

_ @ That the AERA continue for & period of two years thie Ad
Hoc Committes on Women, to carry on such activities as are
here proposed as ‘ssem useful and fruitful (as the development
of an effective roster of women who might be called upon for
various responsibilities in the organization) with a charge to
sxamine the Association's compilance with the foregoing resolu-
tions and report to the Councii on such compiiance. (May, 1975)

« @ That the proposal that a handbook on women and educa-
tiorial research .be published to commemorate International
Women's Year be transmitted to the Publications Committee for
their consideration. (May, 1975)

@ That the Association expiore and possibly report in Decem-
ber (1975) on the matter of child care services for the Annuai
Mesting. (May, 1975)

, — 60" ‘
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. 444 North Third Street, Philadelphia, Pennsylvania 19123 e (215) 571\-9300
i 4

LR,

.

Research for Better Schools, Inc. -

DEVEPOPING A MODEL FOR INCREASING MINORITIES AND WOMEN
IN EDUCATION R&D LEADERSHIP AND MANAGEMENT

Research for Better Schogls, Inc. (RBS), a private, non-profit educational
laboratory in Philadelphia, has received a three year grant from the National
Institute of Education's Minorities and Women's Program to develop a model that
delineates the process by which an external agency (such as an educational lab-
oratory or university) can work with one or more State Education Agencies (SEAs)
to help increase the participation of minorities and women in education R&D
leadership and management., For the purposes of this project, education R&D -in- -
cludes but is not confined to research, development, dissemination, utilization,
and evaluation.

RBS 1is specifying this model by identifying those practices and procedures
which are most successful in the tri-state area of Pennsylvania, New Jersey, and
Delaware where RBS is working closely with each SEA to increase the participation
of minorities and women in education R&D leadership and management. _RBS is using
a three-pronged approach: publishing articles in gtate newsletters, conducting
seminars/workshops on R&D technical and management skills, and providing technical
assistance. y

The publishing of articles in various state newsletters (twenty-three in the
tri-state area)’ is intended to create and build awareness regarding the .lssues
related to minorities and women in education R&D leadership and management. These
articles address the current and potential contribution of minorities and women in
education R&D leadership in the tri-state area, various training possibilities,
resources (book reviews, lists of new publications, etc.), and sources for further
information and technical assistance.

The conduct of seminars and workshops on R&D technical and maragement skills
is intended to increase these skills in those minorities and women attending. The
seminars are designed to address the unique needs of each state by addressing a
basic R&D skill and then applying this skill to each SEAs' on-going efforts to in-
crease the participation of minorities and women in education R&D leadership and
management.

The provision of technical assistance is intended to help those minorities
and women who need to develop or enhance their project skills and those researchers
whose projects relate to the concerns of minorities and women. For example,
information regarding possible funding sources, personnel ﬁ:d materials resources,
and training opportunities have been provided. This techniral assistance is
primarily provided over the telephone and through direct cokrespondence. The impact
of this technical-assistance ranges from the fitndinro of a proposal to a minority
woman who received basic proposal writing :.formation and skills through the project,
to minorities and women being awarded conference/training opportunities that they
learned of through the project. .
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" STATE OF DELAWARE

Ve

DEPARTMENT OF PUBLIC INSTRUCTION .
KENNETH C. MADDEN DovER. DELAWARE 19901 WILLIAM B, KEENE "7
STATE. SUPERINTENDENT ' . DePuTY STATE SUPRRINTENDENT
NIUC INSTRUCTION :

May
2nd
1980

Ms. Joanne B. Stolte

Director, Special Projects .
Research for Better Schools .

444 North Third st ’
Philadelphia, Pa 19123

_ laware liaison to your project from the
, Department of Public Instruction will be Ms.

Barbara Philbin, State Specialist of Human
Relations. Lo

Please let me know if there is any additional

information you need concerning this appoint-
ment. N

Sincerely,

Bl fen——

William B. Keene
State Superintendent Designate

WBK:s8g
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STATE OF DEJWARE -

DEPARTMENT OF PUBLIC INSTRUCTION .
KENNETH C. MADDEN ' DOVER. DELAWARE 19901 WILLIAM B. KEENE
STATE SUPERINTENDENT ' DEPUTY STATE SUPERINTENDENT
PUBILIC INSTRUCTION ‘

May
2nd
1980 - i

Ms. Barbara Philbin, State Specialist
I Human Relations .

! Department of Public Instruction
Townsend Building )

Dover, DE 19901

Dear Barbara: - " i .

-

I am appointing you as the representative from the

. Department of Public Instruction to the RBS ptroject
to increase the participation of minorities and ‘
women in education R&D leadership.

You will need to contact Joanne Stolte, who is the
Director of Special Projects for RBS, to see what
will be expected of you in serving as liaison -
between thé Department and RBS.

I am sure that you will be able to fit this in with
“ypur other activities; however, if there is some
difficulty in accepting this appointment, please
let me know. : .

With warmest personal regards, I am

Sincerely,

William B. Keene
State Superintendent Designate

WBK:sg
Attach.

cc: \Ms. Joanne Stolte
Dr. Randall L. Broyles
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Ay
| AGENDA
RBS Minorities and Women Project
:‘:'%3: X SEA Lia:lso:is.Meeting « ’ . .t
) Tuesdaz))July-Q, 1980 |
AArrival : RBS Art Gallery (optional)”
10:30 Project'Updaté i : | ‘ 5
10:50 | Meeting Overviéw 4
11:00 Bagsic Parameters Regarding 1980 Workshop
12:00 Lunch ' . ) R
1:00 Specific Ideas and Plans for 1980.WOrkshop
1:30 SEA Role in 1980 WO:ksﬁop
2:00 Tasks to be Accomplished for Workshop
24/%5 Role Of the SEA Liaison: with the ,
RBS Minorities and Women Project .
and as part of the Model ' & .
230 ’ SEAs' Operational Structure ’ X

——

D=3




AGENDA
RBS Minorities and Women Project
SEA Liaisons Meeting

~ Wednesday, November 1‘9, 198&

RBS Art Galiery (optional)
Specification of Liaison Selection Process
Determination of Ways Liaison Role Should Evolve

N
Review of Needs Assessment Seminar

PIkis for the Needs Assessment Survey

Lunch , : ) “
Updaté

Awareness Building

Technical Assistance
Specifigaddon of FY '80 Accomplishments
Overview of Direction for FY '81 (Year Two)

Suggestions for PY '81 (Year Two)
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APPENDIX E :

The Anticipated Outcomes of the RBS Minorities
‘ and Women Project

. The Roie of the SEA Liaison with the
: RBS Minorities and Women Project
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ANTICIPATED OUTCOMES OF RBS MINORITIES AND WOMEN PROJECT

\ " It is anticipated that at the end of RBS' three year Minorities
and Women Project, the following outcomes will be achieved:
L 3
« ® Development and specification of a model that delineates the process
by which an external agency (such as an educational laboratory) could
work with one or more SEAs to help increase the participation of
_— minorities and women in educag&on R&D leadership and management,

® Increased awareness among educators wi'thin the tri-state area as to
the current and potential contribution of and key issues related to
minorities and women in education R&D leadership and management, .

® Provision of incentive to some minorities and women to continue formal
or informal training to acquire needed skills in order to assume leader-
ship positions in education R&D within their LEA, ISA, or SEA.

) Encouragement/enabling of minotrities and women to move upward in the
LEA/ISA/SEA hierarchies through activities related to education R&D. .

e Establishment of network of minorities and women in education R&D '
within the tri-state area for which RBS will play a facilitator role,

. Provision of in-service training designed to -enhance the position of -
minorities and women in education R&D.

) Upgrading of the technical and management R&D skills of the minorities
‘and - women participating in the workshops. :

.

e Upgrading of the R&D skills of those participating in the studies for
. which technical assistance is provided.
- 6" Improvement in the development and implementation of the few, selected
studies for which technical assistancé is provided. ’ .
< y N
® An increase in awareness and sensitivity to R&D issues related to
: minorities and women among the RBS staff, -

+

- e Upgrading of training skills and knowledge base with‘regafd to
minorities and women in education R&D leadership among the RBS staff.,

©
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THE ROLE OF THE SEA LIAISOM W}Tﬁ THE RBS MINORITIES AND WOMEN PROJECT

~

s

The liaison is to act as the contact for the flow of information
entering and leaving the state with regard to the RBS Minorities and
Women Project. The liaison is to help refine and implement the RBS
model for increasing the participation of minorities and women in educa-
tion R&D leadership positions. -

The principal responsibilities of the liaison are to: . ,

1. Provide for effective coordination and communication between the RBS
Minorities and Women Project and the SEA.
e Attend a total of four liaison meetings per year at RBS
e Clarify and interpret the goal and objectives of the RBS Project
to SEA personnel
'@ Coordinate the work of other SEA personnel helping with the RBS
Project
e Maintain communications with the state newsletter editors
@ Follow up on requests for information regarding project activities
e Provide the RBS Project staff with carbon copies of all camrespondence
that promotes anticipated outcomes or validates the completion of an
action item task.

2., Help to adapt the RBS model to the unique characteristics of the state.

] “Assess; clarify, and interpret the state's operational structure \;/,

" and resources and then communicate these findings to the RBS

Project staff

e Identify the mechanism for reaching the state-wide target audience

@ Integrate the activities of this project with activities within the

state which have similar objectives

e Notify the RBS Project staff of impending workshops, conferences,
and/or meetings of institutions of higher education and state .
committees which are relevant -

3. Help the RBS Project staff in the conduct of project activities (i.e.,
‘ placement of newsletter articles, planning of workshops, and
delivery of technical assistance). -

e Conduct a needs assessment under the direction of RBS Project staff
as a prelude to developing workshop objectives and curriculum

e Identify resources useful to the RBS Project (e.g., possible work-

> shop sites)

e Encourage participation in the RBS Project (e.g., solicit workshop
participants, actively work with newsléetter editors)

e Follow up on requests for informziion f..iu the state-wide target
-audlence

Revised 7/8/80 ) 71
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! DEFINITION OF NEED

Kaufman

o

Roger Kaufman has been the most’ prolific wxitéﬁ'in the field of educa-

tional needs assessment. His definition of need ig ubiquitous in the liter-

/

ature. It should be noted that his 'discrepancy" definition has been

severely criticized by other influential educators and conceptualists}

"Negd is defined as a gap between current outcomes or
, outputs and desired (or required) outcomes or outputs."

§

Scriven
Michael Scriven is the leading opponent of the disFrepancy definition

as proposed by Kaufman. His definition of need disiinguishes between actual

and satisfactory states rather than between current and desired (required)

v o
outcomes. '
f

"A needs X" fmeans A is or would be in an unsatisfactory
condition witheut X in a particular respect, and would
or does significantly benefit from X in that r@spect;
thereby moving towards or achieving but not surpassing”

- a satisfactory condition in this respect.”

A

/ ‘ ( ‘
»
v

. Elleét and échumener

A number of other writers, notably Fred Ellett and Betty Schumener,

contend that a single definition of neea cannot capture all of the ways in

-

which we commonly use the term. Their analyses of "need" yield the follow-

4

+ ing conceptualizations: . ' -

' ' F+~3
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v

Norm-Based Needs. These stem from moral obligations ("One needs to

k]

keep promises'); legal obligations ("30% of the students of School A need
to be bussed to School B"); and obligations derived from rules ("§tudents

need to eat lunch on campus'). ' .

©

Subsistence-Based Needs. These refer’tp states of affafrs in which'

persons lack the means for survival or well-being. For examplg,npeoplé need

P
d

food, air, water, and shelter to survive. 1In a wider context students need

a minimal mastery of certain skills to move into and survive in the'adult

roles. ( . . .

Needs of Required ﬁﬁzns. The lack of a means necesgary for the

attainment of some end (other than survival or well-being) distinguishes

“

these needs. For example, the successful completion of a kumber of courses

4
3

for gra&uation from most schools in universities in

} \
the United States. « .

in English is required

Needsvof Desire. These refer either to a lack and desire of some

iject for its own sake ("Frankie needs a Darth Vader costume') or to a
means to some desired objective ("The Smiths need to get a piano teacher

for their daughter"). , .

Needs of Conat1§e Dispositions. These are related to the motivation

of human behavior. For example, '""Children need to feel approval from
. i
authority figures," and 'She needs to express anger."
Ellett and Schumener suggest that defensible educational objectives or .

needs can only be derived from the norm-based or subsistence categories

of need.
1

F~4 . 74A
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NEEDS ASSESSMENT MODELS

~

Discrepancy Model (Kaufman)

faeal gtate 4

Need (discrepancy)

actual state

A

'Ideal ~ Actual = Need

»

~

Note: If Ideal = Actual, Need = 0
- A

Diagnostic Model (Scriven)

ideal state ,

S, a
T AT T T T T e e ~Minimum
1\ Need (diagnostic) ‘ Satisfactory
) ' . actual state
oo T T \ ““““““““““““““ -~ — ~Zero Point

P75




esting public and practitioner ‘ SEA
.Jperceptions of a gtate's educa- .

tional system (... ans and Harmon,

1978).

Refocusing the R&D agenda of a

regional educatic.al laboratory Laboratory
(Smith et al., 19°8) !
Assessing Statewide Lesrner 3 SEA,
Needs (Van Fleet, 1974) '
. \
Determining Teacher Needs (hdu— 1SA A

cational Improvement Center, ’
Northeast, 1978)

7%

ERIC . -

Aruitoxt provided by Eic:

Regional Educational

a EXAMPLES OF NEEDS ASSESSMENTS - {
Togic*' Agency Intended Use of Data
Preparation ot teachers to educate THE/SEA - To establish ttaining priorities to ensure
haridicapped children in the regular - teachers' receptivity to mainstreaming ef-
classroom (Gear and Gable, 1979) . forts and capability of providing for-the
educational needs of exceptional children
Reallocating Title I funds within LEA To re-examine the distribution of'Tltle‘i
a school district due to a mix of ! services ,
factors including declining en~
_-rollments and a pending desegre-
gation decision (Slaughter et al.,
1979) .
-~ .
To provide information to the SEA as it

formulates policies, selects priorities,
and allocates fiscal resources in state
and federal program areas

To respond to major changes in the needs
of consumers, priorities of funding
agencies, and institutional capacity

To identify learner needs, determine
the.criticality of learner needs, estab~
1ish performance goals, and develop and
assess improvement programs

'

To identify technical assistance needs
of teacher aasociation members across a
variety of topical areas

*A full citation for ?lch of the needs assessments listed may be found on the reverse side.

¥

1

, © Image

Program or Policy Justification

Program or Policy Justification/
Achieving Measurable Improvement

Food for Thought, Program or
Policy Justification, Distribu--~
ting Control over Educationgl
Policy

Predicting Relponse; to Programs
or Policies/Program or Policy
Justification

°

Achieving Measurable Improvement

~

Predicting Reapénae to Programs
or Policies/Program or Policy
Jgstification

(i




PAIRED-WE IGHTING PROCEDURE FORM

!
Goal Welght ﬁank
ONO G) I | ! I = 3. 7.3
AN ONONONOROECE
2 ;E 2 2 2 2 2 (E) 2 - 4 6
NONONORE ORI
3 3 3 3 (3) (3) 3 = 3 ~ 7.3
ONENNC -
EENEONNONCIN 3.3
ONONNORERN
(;> (E) (E) 5 (E) 5 - ‘8 . 1
.6 7 2 (09) 10 :
T ‘
6 6 6 6 = 5 3.3
7 8 9 10
7 7 .1 7 = 3 7.3
9
‘\; ’
) (8 | s - 7 2
9 10
(Do - s 3.3
10
|10 = 2 10
. /
Witkin, B.R. An Analys]s of Needs
‘Assessment Techniques  for Educational
Planning at State, Intermediate, and
Dlg&rict Levels. NIE-G-74-0062
F=7 »
78
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NAME

USE

DISCREPANCY SURVEYS

EXAMPLES OF GOALS

INDEX OF NEED

Batelle Surveys

Secondary Schools or
Colleges

©

Our schools teach students to be
self-reliant

Our schools do a good job of teach-
ing mathematics

-Every student in our schools is

given experiences to develop in the
fullest, in his/her own style, and
to his/her own limit

Our courses of instruction are re-
vised frequently enough to keep them
current with a changing world

"Actual"

- "Desired"”

Need Rating

Westinghouse Sur-
veys N

e ]
!
o}

Secondary Schools

Proficient in Written and Verbal
Communication (English)
- Use acceptable grammar & punc-
tuation
- Speak fluently & clearly
- Use acceptable verbal patterns
Become Discriminating Consumer
- Undérstand techniques for judg-
ing & comparing consumer products
~ Aware of consumer rights
- Know budgeting & purchasing skills

Priority Ranking of Needs =

Importance x Responsibility

Attainment

Institutional
Goals -Inventory

79 |

Colleges and Univer-
sities

To help students écquire a depth of
knowledge in at least one academic
discipline

To help students develop a sense of
self-worth, self-confidence, and a
capacity to have an impact on events )
Tg ensure that students who graduate
have achieved some level of reading,
writing, and mathematics competency

Profile of

"1S" vs. '"SHOULD BE"
Ratings ¢

(No Index of Need)

bU.




NEEDS A7£E§§MENT KITS
1

(3 -
3 - - °
N : - METHODS ‘ ' )
- GRADE . _' IDENTIFYING ASSIGNING PRIOR{- OUTPUT OF THE
MODELS/APPROACHES LEVEL DATA SOURCES DISCREPANCIES TIES TO NEEDS NEEDS ASSESSMENT
— ; ¥
Alameda County Needs Elementary ® Survey information Descriptive Decision matrix ! Profile
Assessment Model - e Standardized test aggregates survey
(ACNAM) ) information in and other data
basic skills -
- o Demographic data -
) N @ School profile & ,
P additional student ’
. factors ¢
' INO GOAL RATING SCALES .
Center for.the Study Eleﬁentary ® Survey and card sort| Descriptive Decision Rule: Ragked List of Goals
of Evaluati-in (CSE) e Student performance . PrioFity value = Ranked List of Needs
: . test data . . . r y valu or Discrepancies
/ . Rated Imp. x Probable | Profile
~ Increase in utility
: 4
IPhi Delta Kappa .Elementary e Forced-choice card Arithmetic Differ- Top Ranking Discrep- Ranked List of Goals;
(PDK) Secondary sort ence Score ancies |

® Rating Sheets

Weighted Formula

Weighting Procedure’

Ranked List of Needs
or Discrepancies l

.

-

)

B
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Perceived currént
and desired Ieyels
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district goals'
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1.0
Perceived Prio-
rity Ranking of
Goals by Repre-
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munity Commit-
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| tee

130
Perceived current
and desired lévels
of district goals
guantitatively. ex-
pressed by REPRE-
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ITY COMMITTEE‘

" . "540
NEEDS OF
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Qualitatively
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Stated
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N
Perceived cutrent
and desired-levels
of performan¢e of

district goals

quantltatlveiy ex-|.

pressed by STUDENTS
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Witkin, B. R.
and district tavels,

An analysis of

YEAR |

[

| PHI 'DELTA KAPPA NEEDS'ASSESSMENT)MODEH
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 Translation

of needs
into

PERFORMANCE
OBJECTIVES

- - - - - - - - - -:- - - - - - -

“\ A Model Program for Community and Professional Involvement
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DESIGN
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needs assessment techniques for. educational plannigg at”stacé, 1nterﬂédiaté,

wll Toxt Provided by ERIC

Haywood, Calif.:

Office of the Alameda County Superintendent of Schools, 1977, p. 46.
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STATE OF DELAWARE

DEPARTMENT OF PUBLIC INSTRUCTION
THE TOWNSEND BUILDING
P. O. Box 1402

' WILLIAM B KEENE 'DOVER, DELAWARE 19901 RANDALL L. BROYLES
STATE SUPERINTENDENT ' . “ HOWARD E. ROW

. i JOHN J. RYAN
ASSISTANT SUPERINTENDENTS

e October
7th ;
1980 ' , ) '

Ms. Joanne Stolte, Director . /

Special Projects Division

Research for Bettey Schools, Inc. -
. 444 North Third Street

Philadelphia, PA 19123

Dear Joanne:

¥ Recently I had the opportunity to review the progress .
of Research for Better Schools Minorities and Women
Project. The intent of the project—-to increase the
participation of minorities and women in education : ®
R and D 1eadersh1p/management--by developing a needs
assessment is both an exemplary and commendable goal.
.Utilizing. the needs assessment in the State of Delaware
will further complement the equal educationactivities .
now being promoted and implemented in Delaware educatlon
programs.

3
[

Again, we at the Department extend our support for this )
effort and look forward to the opportunity to work » Ve
cooperatiyely with Research for Better Schools and the .
states of Maryland, Pennsylvanla and New Jersey as you

strive to fulfill th;s very worthwhile endeavor. ’ .

Recognlzlng our mutual concern for equal education
'opportunltles for all persons in all of our schools, . .
., I remala =\ ‘ - -

Sincerely yours, )

William B. Keene - ’ . )
State Superintendent - ‘

WBK:sg -~ . .

‘cc: Ms. Bagbara A.,Phllbln, State Spec1a11 t,

Human Relatlo
k4

l ' - ' G~-3

Q oo : T
h E MC ' . THE AY_E OF DELAWARE 'S AN EQUAL 0PPORTUN|T88 . '
At LA ) EMPEQYER AND DOES NDT OISCRIMINATE OR OENY .
, SERVICES ON THE BRSIS OF RACE. COLOR. NATIONAL . ’ s
. , ‘ ORIGIN. SEX. HANDICAP. AND/OR AGE. ] e
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STATE OF NEW JERSEY
DEPARTMENT Or EDUCATION
22% WEST STATE STREET
TRENTON, N J. _
7 ' '
OFFICE OF THE COMMISSIONER

Post Office Box 2019 September 17, 1980 (

L)

Ms .. Joanne B. Stolte

Director, Special Projects®
Division

Research for Better Schools

444 North Third Street
Philadelphia, Pennsylvania 19123

Dear Joanne:

I was pleased to have an opportunity to
review the progress of the RBS Minorities and
Women Projecc 1n New Jersey with you last Friday
and, in particular, to learn of your plans to
conduct a needs assessment regarding minorities
and women in education R & D management. This
is an area of importance where so often deci®ions
are made and activities conducted without the
benefit of data. ' The results of the RBS needs
assessment will help fill a present void and pro-
vide a data base that will be invaluable.

| I am pleased that my staff will be
E helping RBS in the design and development of this
needs assessment, and I look forward to receiving
N the results. ' ' -
Please keep me informed of how things
are proceeding and if you need additional coopera-
tion, let me know.

Coi

commissioner -

' ‘ ) Sincegely,
| . Burke

G-4




COMMONWEALTH OF PENNSYLVANIA
DEPARTMENT OF EDUCATION
’ BOX 911. HARMSBURG, PA. 17126

\Septenber 30, 1980

- 787-3820

_ THE SBCRETARY o - AREA CODE 717

: ) 2 J.B.S
Joapne B. Stolte ' ‘ :
Research for Better Schools o
444 North Third Street ) )
Philadelphia, PA 19123 N : ' \

Dear Joanne: .
The RBS Minorities/Women Prdject'for increasing the participation

of women and minorities in education r & d. leadership/management positions

is now in full swing and I want you to know that I appreciate the opportunity

for our involvement in this worthwhile endeavor. ,

P
'

The Pennsylvania Department of Education is committed to affirmative
action and we are constantly seeking methods of increasing the representation
of minorities in,our education leadership. The assessment to be conducted
by your organization is a good beginning in helping us to reach our
goals. 1 am looking forward to receiving the results of the assessment
which I am confident will give us valuable information- for future developmental
programs.

I have reviewed the list of- those from our state who hava been
invited to attend your seminar on October 29. Be assured that this
group was well chosen for the task of adapting the needs assessment to
Pennsylvania. 1If there is anything furghef we can do to assist, please
advise. .

Sincerely yours,

N

Robert G. Scanlon

G-5 90 .




APPENDIX H
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"« search O

From Educational Researcher, Deceriber 1979.

courtesy of the American Educational Re%earch

Reprinted with pe’
soclatioh for u

.

ission and
within

the RBS Needs Assessment seminar held October 2§, 1980 in Philad/elphia.

Organizations That Perform

Educational R&D:

"A First I‘_oo’k at the Universe

-

DLAURE M. SHARP
and
JOANNE FRANKEL

N

S

.
“

Bureau of Social Science Research, Inc.

v

ost educational researchers
are practitioners: investigators
and analysts who study educa-
tional processes., who seek the
answers to. specific educational
problems. or. who look for new-
ways of implementing education-
al innovations and monitoring
their outcomes Few. are con-

cerned with studying their own

participation in the research pro-
cess and how the type of institu-
tion where they work could influ-
ence what they study and how
they approach a problem. But for
the social historian and the policy
maker, 1t 14 precisely this “re-
search system”
that yields important clues as to
the strengths and weaknesses of
the enterprise and its likely fy-
ture configuration. Yet, prior to
the project described here, very

-

e e e et

Laura M Sharp. Research Associ-
ate and Assistant Director for Re--
rations, Bureau of Social
Science Research, 1990 M Street.
‘N W. Washington, D.C 20036 Spe-
cialization  Application of survey
techniques to studies In the area of
Education

Joanne Frankel, Senior Résearch
Analyst. Bureau of Social Science Re-
search. Specialization. Elementary
education and program evaluatlon

in the aggregate -

little information was available
describing this system. With'the
exception of certain well-known
groups, we did not know the iden-
tities, skills, or interests of orga-
nizations conducting research and
related activities in the field of
education. Obviously, these three
features are mterconnected This

article draws on recent survey

findings to examine in depth the
characteristics of those organiza. .
tions that were active research
performers 1n 1977

In the summer of 1976; the Na.

tional Institute of Education

(NIE) awarded a contract to the
Bureau of Social Science Reseﬂrch
tp conduct a census of organiza-"
tions performing educational
RDD&E The purpose of the proj-
ect, which was termed ARROE~
tAmerican Registry of Resgearch
and Research-related .Organiza-
tions jn Educatiom), was essen-
tially descriptive It sought to de-

termine how many organizutions

were doing educatianal - sarch
and related w..k. the nature of
the institutions 1n which these

. organizations were-located. the

staffs they employed. the money
they spent, and the Yopics they
dealt with. The statistical analy-
sis of the ARROE data base would

3 g,

begin to answer some 1mportant
questions of concern to policy
makers and to the education com-
munity itself. ARROE was thus

" designed to provide a map of the

unyverse, which would create the

»

basis for subsequent. in-depth in.

vestigations of various w(torx
and issues . .
A second. but by ne means

secondary purpaose of the ARROE"

project was to put in place an
ongoing mechanism for the iden-
tification of organizations that
constitute the educational
RDD&E universe, in order to facil
ttate communication’among per-

formers. The computer file was to

be maintained as a continous
“registry” available for research

and for other suitable activities, -

such as special purpose mailing
lists. The registry file was format-
ted to generate a soon-to-he pub-
lished directory of all sueh organi
zations, which will contain some

descriptive material about each of

them. Periodic updating of the
directory 1s anticipated

How the Study Was Conducted
Because 'ARROE was a Sirst

time effort, considerable utwnuun

had to be devoted to boundaty set.

ting for the concept “educational




. project,

research and related activities.”
To quathfy for’inclusion..an activ-
ity had te be systematic and de-
signed to establish ' new facts or
principles research); to invent
new or improve existing solutions
te educational problems (develop-
ment); to assess the effects of ex-.

*isting programs or determme the

feasibility of new ones (eval-
uation); or to disseminate R&D
results. Typical exclusions were
routine testing of students,
periodic téacher workshops, and
administrative evaluation of

definitions were often difficult

stablish. Reinterpretation of
existing statistical sets might be
called "research” by an academi-
cian. and “program review” by an
administrator. These and other
conceptual problems were ad-
dressed by the ARROE research-
ers with the help of three Advis-

. te{her performance. But bound-

ory Committees drawn from _

many segments of the education
and research communities.

To: create a listing of poténtial -
performing organizations, a vari-
ety of sources was used including

. rosters of statc departments of
. education,

intermediate educa-

tion agencies, local school sys-

. tems, federal grantees and con-
tractors. and authorswof articles in |

82 pertinent journals. The
ARROE project succeeded in iden-
tifying some 6,300 organizations
believed™o be survey eligible; a
more diligent search may have

- uncovered additional performers.

but we agsume that most of the
major performihg- organizamons
were identified P’
For the purposes of fhe ARR()E

aqsugnod to one of three gr(&upmgs

)

or "sectors’ .
11y The pt;bhc-e'ducation sec-
tor, which' included state
and intermediate educa-
tion agencies, and local
education agencies whose
enrollment 158 10,000 or

greater.
(2) The academic zwctor
which included subdivi-.

organizations were

P

stons of pubhic. and pri-

. vate two- and four-year
colleges and universities:

(3) The private sector, which
encompassed all other
organizations, especially
profit and ponprofit re-
search and development
organizations, buat also
hospitals, publishers,
foundations, associations,
and so forth.

L s

The basic data collection
approach consisted of a mail sur-
vey, coupled with extensive tele-
phone follow-up, which asked
questions about staff characteris-
tics, levels and sources of funding,

areas of specialization, projects

and other organizational charac-
teristics. A total of 6,346 organi-
zations were contacted, and 81%

responded: To be ellglble for in-

clusion in the data analysis, ofga- .

nizations had to have conducted
educational RDD&E activities
during their last complgted fiscal
year. In addition; organizations
outside the public education sec-
tor were asked to meet two other

critera:-a distinct orgamzational .

identity (e.g., a consistently used
name and address). and appre
Ziable autonomy from higher
levels of ‘authority. in managing
and carrying out educational
RDD&E work. If these criteria

were met, such organizations,

were treated as s_eparate' organi-
zations even when‘they were divi-*

&

&

-

Number
of Organizations

" Academic Sector
All Others.
Total

N L

Heb °

93

. Pubhc &canon Sector 688 —> 831

sions of larger entities A totak of.
2,434 organizations were survey

eligible according to theke criter-
ia. These organizations were lo-

cated in 1,530 separate institu-
tions, as shown in Table 1.

Key Findings ,

A great, deal of detailed infor-
mation is available in the ARROE
file about performer characteris-
tics and the nature of their.activi-
ties: To date, we have only taken
a first and necessarlly rough cut
at the data base in the expecta-
tion that we, and other interested

researchers (to whom this base is ’
_accessible), will have the oppor-

tunity to analyze the data for the
many special purposes they can

gerve. In the analyses we have’

performed to date, we hdve also
made certain decisions which ob-
viously .affect the findings:

(a) Wehave not subjected the
data to statistical adjustments
such as lmputatlon for .missing
values; '

(b) We have analyzed most
data at the level of-the organiza-
tion rather than at the level of the

, institution, although for.some

purposes the latter may be more
meaningful; -

(¢) We have made broad sector .

comparisons ‘(public vs. academic
vs. private), although for some

purposes within-sector findings
le.g.,

the academic sector activi-
ties In instructional vs. research
organizations) may be more infor-
mative. o

e ) TABLEY
Active Educatlonal RDDA&E Organlzallpns 1976-77

Number bf Institutions that
House These Organizations

37 State Education
Agencies (SEA's) .
193 Intermediate Service
Agencies (ISA's)
401 Local Education
Agencies (LEA's)

1 268 ——— 3 423 Colleges and Universities
478 — 476 Miscellaneous Organizations..
2,436 ————>1,530 .

ue




Expenditures and Staffs for
Research and Related
Activities

The orgamzations which pro-
vided data to ARRQOE reported
spending $734 million on educa-
tional RDD&E activities during
their last fiscal year tusually
1976-77)." They also reported em-
ploying 22,300 full-time staff
members who worked primarily
on these activities. Funds and
staff aifillestributed across sectors
as shol in Table I1. Specifically:

@ 51% of the funds_and 58%

™ of the staff are located in

.

the academic sector;

® 33% of the funds and 27%
of the ataff gare 1n the pri-

- vate sector. and ’

® 16% of the funds and 15%
of the staff are in the public
education sector

Specialties
Most organizations 1n the sur-

vey derive most of their income

from activities other than educa-
tional research and related activi-
ties Thus, it would be erroneous
to assume ‘that the growth of the
field has led to the creation of spe-
ciahized orgamzations devoting
most of their efforts to education-

'

[ ..

Type of Institution

-

State Education Agency
intermediate Service: Agency
Local Education Agency

) Subtotal
College University
Pnvate Research and
Miscellaneous Groups

" Total

“Based on responses from 76% of respondents

al rescarch. Only in state and lo
oatl education agencies did we find
a preponderance ol orgamzations
whose primary mission was edu
cational RDD&E. In the academic
world, most of this work is carried
out in organizatigns whose pri-
mary function 1s 1nstruction (.e..
schools or departments of educa-
tion, departments of educational
psychology, etc) (see Figure 1)
Roughly half of the private orga-
nizations engaged in educational
RDD&E can be described -as re-
search specialists; the others are a
highly diverse group (see Figure
2).

Expenditure Levels and

Funding and Staffing Patterns

Although a large number ‘of
organizations (2,434rwere 1denti-
fied by ARROE as performers of
educational research and related
activities, many of these played a -
minor role as measured by funds-
expended for these activities Fig
ure J shows that 80% of all funds
were spent by 2()‘}9’()fall organiza-
tions. However, there are very
few giants in this universe: only
two public agencies, 13 universi-
ties and 10 private sector organi
zations reported 1977 expend:

TABLE Il

Distribution of Educational ADD&E Funds and Full-ime Professional Staff

by Type of Institution

RADD&E Funds

{In Mithons)?

" Amount Percent

$ 38 5

26 4

54 7
51118 160’1.

374 a1

-~ 242 .33
$734 1§ <100°a

“Based on responses from 95% of respondents

ERIC

Aruitoxt provided by Eic: .

F -

Figure 1V Iypes ol academic
orgarnzations performing educa
tional RDD&E

[ 1.260 Organizations |

7 N\
A
/ N\
Dwvisions, Schools, etc .’24"{o
Departments k) 34%
Bureaus. Centers. etc 24%
Al Others . 18%

Figure 2 Types of private organ:-
zations performing educational
RDD&E

447 O \
lr rganizations j\

/7 ’ N
/ AN
/ . \

Educational ROD&E Speciahsts 35%

Other RDDAE Spec_nalms 13%

Heailn Care 11%

Associations. Labor Unions
Private Schools. Child Care

& Social Service Agencies . 21%
All Others (publishing, ’
management, consuling. etc ) 16%

’

Full-time Protessionals
Pnmanly Involved

in RDD&E"
Number
of Peopie Percent
600 . 3
1100 . ¢
1 600 . 7
3,3})0 . 15%
13.000 58
6.000 27 ’
100°’n

22300




tures in excess of $5 million. De-
finjng "major perfermers” more
modestly as thosé with expendi-
tures in excess of $1 million dur-
ing fiscal year 1977, we found a
total of 172 such organizations;

most of these "major performers” \

are in the academic (53%) or pri-
vate (34%) sectors. These major
performers accounted for nearly
70% of all reported expendityres.
Had we used & lower cut-off point
for major performers (e:g., the
$750,000 leve!, which Schutz
|1979] recently mentioned as the
current equivalent of a ZACH),

s the number of major performers

would, of course, have been high-
er. The number:of organizations
with total expenditures between
$500,000 and $1,000,000 was 127

*

in the ARROE survey (see Figure
3). But it seems clear that the na- |

ture of educational RDD&E in the
United States is probably best
understood by studying, in depth,
a group of between 200 and 300
performers rather than the uni-
verse of over 2,000 initially iden-
tified through ARROE. ‘

Further corroboration of the
marginal nature of many of the
organizations was evident from
data on staff size. Among all re-

- gponding organizations, 26 had

no full-time professional staff at
all and another 25% had only ane
or two full-time staff members. By
contrast, the large performers (§1
million plus) generally operate
with fairly large full-time staffs.
The median pamber of full-time
staff mertylz:l was between 22
and 32 1 various sectors (see
Table I} In academic nstitu.
tions, over two-thirds of these
staff members hold doctorates.
but this was only true of one-
fourth to one-third of the staff
members in other sectors. Educa-
tion specialists predorfnate 1n
public education and academic
organizations, but in the large
private sector organizations, more

_than half of the professional stql'

had obtained their degrees in
other disciplines, most often 1n
psychology or in another social
science field. ,

The dependence of edutational
researcherg on funding from the
federal government'was drama-
tically demonstrated by the
ARROE survey. Based on detailed
funding data supplied by 887 re-
porting organizations, 53% of all
educational research support
came from federal sources (the
proportion was higher—62% for
the private sector) (see Table IV).
The private sector appeared the .
most dependent on federal sup-
port (half of all organizations de-
rived 60% or more, and a quarter
95% or more of their educational

RDD&E funds from the federal

government). And, not suepris-
ingly, the survey shows that the
work of many of the largest pri-
vate performers is especially de-
pendent on federal fundlng

Foéua of Activities :
‘A wide range of activities is
sybsumed under the. RDD&E,

bel; ARROE attempted to group: .

these into the major categories of
research, development, dissemi-
nation, a valuation and policy
studies” Practically all organiza-
tions spend at least some of their'

funds for research, but research is
emphasized most heavily in the
academic and private sectors,
while development and evalua-
tion studies dominate in public
education agencies. Dissemina-
tion emerged as the-area of lowest
emphasis, receiving the smallest
allocation of funds by performers
except for state agencies and

- large public school systems.

When it comes to specific topics.
project and program evaluation 18
clearly the most widespread activ-
ity in all sectors, although the
specific nature of evaluation stu-
dies will need to be examined
more closely for*'sector specializa-

“tion.” The available data suggest

that federally sponsored evalua-
tions account for a considerable
portion 6f the revenues of private
sector R&D firms, although feder-
al evaluation funds are by no
means confined to that sector.
Some differentiation is evident
with respect to other-topics. Puab-
lic agencies are heavily, involved
in curriculum issues, the needs of

special student groups, and en- *

rollment and demographic analy-
ses. Academic organizatiéns

4 ~ ' . -
Figure 3 Cumulative RADD&E expenditures and percent of organizations
involved
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TABLE 1

Means and Upper Quartites of Size of Protesgional Staff, by Sector
for all Organizations and Large Orgamizations

Public
State intermediate Local
. " Education Service Education Private Academic
Agency Agency Agency
All Orgarnizations .
Full-time staff. median® 8 2 1 4 2
Part-time staff. median -~ 0 0 0 1 1
Full-ume'staff -upper guartile® AN 23 5 3 10 . 7
Pan-um‘? staff. upper quartile 2 2 1 4 4
$1 Million-plus Orgamizations
Full-ume stalf, median 27 23 31 32 |2,
Part-ime staft, median 2 0 R s 4 14
Full-time staff. upper quartile 41 33 52 70 46
Part-time staff, upper quartile 6 1 3 8 36

ity percent of all organizations employed at least fhis number
* "Twenty-five percent ol all organizations empioyed at least this number

-

appear most active with respect to
" teacher performance evaluation
Private organizations tend to
address a wide spectrum of topics,
and withan'that sector, the data

" suggest some specializations of

activities. For example, there s
some suggestion in the data that
research orgamizations that spe-
c1ahize 1in educatiop focus on work
related to adminmistrative matters
and to teachers (such as teacher
performance and teacher educa-
tiony, and to curriculum, whereas,

~ the work of research orgamza-

tions not spetialized to education
more often tends to deal with
other aspects :of education te g .
student attrtudes and motivation,
child development, and learning
and occupational outcomes)
Lack. of space precludes a more
detailed discussion of activity
areas and of other topics covered
by the survey of oxganizations In-
. terested readers may want to con
sult the final ARROE report, or
the report summary available

« through the' ERIC system, to

obtain additional information

- Conclusion
The data presented here,
together with the more detailed
information cogtained in the

ARROE report, suggest the fol-

- lowing tentative conclusions.

(a) In terms of the number of
organizations and dollars spent,
the academic sector outdistances
the public education and private
sectors. This came as somewhat of
a surprise, perhaps because the
media as well as congressional -
committees and federal agencies
gve a great deal of visibihity to
the role of the private performers
in educational RDD&E The pub
he education sector 1s in last

place. wath 16% of all funds and -

15% of all staff Furthermore
much of the work of state agencies
and of the large school districts s
federally funded and therefore
vulnerable to cut-backs and dis
continthties. It 1s clear from our
findings that, in the aggregate.
state, Intermediate, dnd local edu-
cation agencies have made mea

ger allocations for research and

research-related acivities, and
that relatively Iittie truly locallv
anchored work 18 heng ~nvried
out Yet, 1t can e argued that 1f
RDD&E activities are to achieve

. a higher level of acceptance by

practitioners and local policy
makers, more activity must occur
in the public education arena, 1
only because RDD&E divisions of

-7

public education agencies can’be |
immediately responsive to local
needs, as expressed by school
board members, administrators.
teachers and the community It
can also be argued that locally
based resgarch has more potential
than, research coming from “out-
side” settings for bridging the re
searcher-practitioner gap

(by It s difficult ' to judge

whether a clear division of labor

has occurred: between academic
and prnivate researchers. who be.
tween them carry out 85 of the
work being performed. Clearly
the private sector 15 more depen
dent gn the performanve of eval
uation and other policy related
studies, Whereas academic insty
tations, with their more divers
fied fynding support, are less m
volved with- these activities But
given the important role of feder
al funds, even 1n the relatively
more independent academic wet
tngs, tomics of concern to federal
policy makers dominate in both
sectors  Insofar as the academ
research organizations can be pre
sumed to have more leewav in the
choice of research topies. it
appears that they chose: to allo
cate their efforts to areas closely

identified wath traditional learn
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. "' a TABLE IV
|, Educational RDD&E Funds Reported Received From Various Sources, bigSector
- =T
- \ ‘Seclor .
4 T 7 li
1 Source Public t Private Academic TOTAL
(N) % \ (N) % (N) % (N) . %

¥ Federal Gc;vemmer)t — ($37,517,000) 46 ($84,901,00Q) * 62 ($87,092,000) 48 ($209,510,000) 53
State Government (28,369,000) 35 (11,706,000) 8 (33,192,000) 18 (73.226,000) .18
tocal Government (9.482,000) 12 {3,415,000) 2 (2,361,000) 1 (15,257,0007%. 4
Private Industry (82,000) 1 (1,703,000) 1 (3,535,000) 2 (5,320,000) VLo
Association (256,000) 3  (8,967,000) 7 (10,971,000) 6  120,195,000) 5
Own Funds (5,559,000) 7 (19.309,000) 14 (382550000 21  (63,123000) 16
Other Source (587, OQQ) 0 (6,702,000) 5 (4,649,000) 3 {11,939,000) 3
Total Funds Reported Received (381 852 000) ($136,703,000) 100 ($180,055,000) 100 ($393,570,000) 100

J Number of Organizations Responding (142) (147) 483) ' 872) |
o Number of Missing Cases - (49) (38) (95) (182) \
TOTAL (N) (295) (194) (582) (1.363) - 4
Note Based on subset of data collected by mail
: .

ing and curriculum interests. In

-contrast, private organizations

seem to have provided more non-
traditional coverage, they were
more likely to address a wider
range of topics and to employ
staffs whose disciplinary back-

* ground is in fields other than edu- _

cation. We must await our more
detailed data disaggregation in
the academic sector to form a final
opinion, but we suspect that thiy
may be because -so much of educa-
tional research is performed in
schools and departments that are
best qualified to deal with
teacher- and learner-centered
topics. Apparently other academic
units, such as social science de-
partments or institutes, have not
sought (or have not succeeded .in

obtaining) sizable fundmg for -

educational RDD&E, so that the
perspective of these disciplines 1s
more often brought to bear on the
field through the intermediary of
private sector organizations.

(c) A great deal of educational
RDD&E is being carried out in
private R&D organizations, many
of which dé not specialize in this
activity. At the time of our sur-
vey, many of these had large pro-
fessional staffs coming from a
variety of academic disciplines

and cross-disciplinary specialties.
The presence of a critical mass of
researchers in such organizations
represents an important nucleus
of trained manpower which is un-
matched elsewhere in organiza-
tions doing education research,
Given the vagaries of federal
funding and the highly, competi-
tive nature of R&D work (which
requires many of these organiza-
tions to recreate themselves, each
“proposal season"), it i8 quite con-
ceivable that this nucleus could
be reduced or wiped out quickly if
federal priorities change In
effect, because of the nature of
these .organizations, and the na-
ture of the funding structure, the

*same staff could become engaged .

in other tasks.

(d) Finally, there remains the
question of the optimal number of
major educational RDD&E per-
formers and the extent to which
educational RDD&E should be per-
formed by organizations that spe-
cialize in this field. Clearlv, the
majority of the - ver 2,000 organi-
zations which. we identified are
marginal performers; at most,
only 10% of them can be described
as having the capability of per-
forming a variety of educational
RDD&E tasks. Furthermore, of

H-8
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the 145 major academic and pri-
vate performers (those who spent
more than $1 million on educa-

tional RDD&E in 1977) only 36%

reported that their organizations
specialized in these activities. Is
this too small a number of major.,
specialized performers? It may be:
but, given the current funding
picture, with much of its work
petformed by nonspecialized orga-
nizations capable of shifting gears
to other sorts of work, the
RDD&E enterprise seems to lack
a solid base for establishing a
strong presence in the field of edu-
cation.

Footnotes

' This amount ($734,884,000) rep-
resents the total expenditures incur-
red by the reporting organizations
during their last fiscal year for all
educational RDD&E activities, both
internally and externally funded
Twenty-five percent of all organiza-
tions did not report expenditure data
No attempt was made to weigh the
data to compensate for these missing
cases.
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A } Demographic Survey of the Participation of Minorities and Women
in Educat ional Research and Development Management . 5

1. Staffirg Patterns | ‘ .

Ditectaons:  For cach vaganezatoonad rovel tisted bedow, dndecate the numben of employces pet Leved as specafded. -

v

- v .
" ) ‘ Males ) Females ) N !
Organizational Level* . . - !
; White (not | Black (not . . L white (not |Black (not .
R N . . h N i 1
Hispanic) Hispanic) Hispanic Other Hispanic) |Hispanic) Hispanic Other Tota
Managers
i} :
// Other Professionals
! v
o 4
Totals
. < L4

A s N
“Managers can be best identified by their function within an institution or enterprise. They are those staff who are responsible for
determ ning the goals or directions of the institution and are ultimately accountable for the organization's work or services. Often
they are referred to as ''top management'' as opposed to ''middle management.' )

13 |

Typfca activities of a manager in educational research and development wouhd most likely include each of the following:

e Meeting with other manage¥rs to plan the futyre of the institution ) '

-
¢

LI
cugy

® Meeting with other managers to discuss, define, and establish institutional policv
e Making final decisions {and thus having ultimate financial and leqal r sponsibility} for his/her work urit

Administrative structures often follow the hierarchical pattern of, tive. manager, and supervisor. in educat 3nal research and
development one often finds project managers and project directors/who, although responsible for a particuiar project or piece of
research, are not responsible for determining the direction af thel institution. These individuals would be categor zed as super-
visors and would, therefore, not fall within this definition/of mapager. Wwhile managers may be directly responsitie for the work of
others, this alone does not make a person a manager.

-
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|
Demographic Survey of the Participation of Minorities and Women 4
in Educational Research and Development Management )
11. Personnel Actions '
' Derectaons:  Fen cach greup tested befow, ndicate porsemet actoens taken wition the past 12 menths., .
N .
Managers*™ Other Professionals
; } . Vol : ) " .
Males \ Hires Promot ions Demotions 9”‘afy Invq!untéry Hires Promotions Demotions Vol?ntary |nv0!unt? M
v . Terminations| Terminations Terminations [Terminations
White (not
Hispanic)
Black (not * > 7 |
Hispanic) . . :
|
Hispanic ’ |
be o
Other » < |
Total Males
' ! .| Volyntar Involuntar ; Volunt-r [;voluntar
Females . Hires Promotions Demutions yntary . 2y Hires Promotions | Demotions untary X Y
Terminations| Terminations Terminations [Terminations
ERLL
White (not ‘ A .
Hispandc) , | °
— Black fnot ’
l .
=~ H nic) - o
Hispanic L I
Other B oo
Tota) Females “
Grand Total
:
4 - - ’ ] ' . . © . ¥
‘Managers can be best identified by their function within an institution or enterprise. They are those staff who are responsible for deter-
mining the qoals or directions of the institution and are ultimately accountable for the organization's work or services. Often they are
referred to as ""top management'' as opposed to ''middle management.'' r . : .
Typical activities of a manager in educational research and development would most likely include each of the following:- .
e Mecting with other managers to plan the future of the institution
' e HMeeting with other managers to discuss, define, and establish institutional policy
¢
],{) 1§ e Making final decisions (and thue having ultimate financial and leqal responsibility) for his/her work unit ., ]. :2

Administrative structures often follow the hierarchical pattern of executive, manaqger, and supervisor. In educational research and devel-
opment one often find, project managers and projett directors who, although responsible for a particular project or piece of rescarch, are .
. not responsihle for determining the direction of the institution. These individuals would be categorized as supervisors and would, there- ° !
fore, not fall wighin this definition of manager. While managers may be directly responsible for the work of others, this alone does not
h
make J person a manaqer.,
Q o
. ‘ ~
ERIC »
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Research for Better Schools Minorities and Wemen Project
\ ¢

Survey of Attitudes Toward the Participation of Minorities
and Women in Education Research and Development Management

This survey has been developed by Research for Better Schools to
assess the attitudes of education ;esearch and development profes-
sionals toward the participation of minorities and women in top
level management positions. Attitudes related to the utilization,
impact, tracking, and work conditions of minorities and women in
management are assessed. These attitudes have been shown to affect

. P ’

the level of particiﬂation of minorities and women in management.

You \a/w,cwke.d to indicafg..your degree of agreement with the state-
ments Listed below by cincling the appropriate number for each

group (£.e., minonities/women), as indicated. Youn nesponses will

be held in stnictest confdidence.




a

Please use the following definitions of education research and development

(R&D) , manager, and minorities in considering your responses.
—_— 4 \ -

Education R&D includes, but is not confined to, research, develop-
ment, dissemination, utilization, ,and evaluation.

Managers can be best identified by their function within an institu-
tion or enterprise. They are those staff who are responsible for deter-
mining the goals or direction of the institution and are ultimately
accountable for the organization's work or service. Often they are re-
ferred to as "top management" as opposed to "middle management."

Typiéal activities of a manager ir educational research and develop-
ment would most likely include each of, the following:
S ,

e Meeting with other managers to plan the future of the institution

e Meeting with other managers to discuss, define, and establish
institutional policy

@ Making final decisions (and thus having ultimate financial and
‘ legal responsibility) for his/her work unit

Administrative structures often follow the hierarchical pattern of
executive, manager, and supervisor. In education research and develop-
ment one often finds project managers and project directors who, although
responsible for a particular project or piece of research, are not respon— | —
sible for determining the direction of the institution. These* individuals
would be categorized as supervisors and would, therefore, not fall within
this definition of manager. While managers may be directly responsible
for the work of others, this alone does not make a person a manager.

—

Minorities are those persons who beiong‘to a group that is character-
{ ized by a sense of separate identity and awareness of status apart from a
usually larger group. Minorities have often been the object of prejudice
or discrimination that has contributed to an inferior educational, pro-
fessional, and/or economic position. ‘

Ethnic groups that are often considered to be minorities include:

3

e Blacks
e Hispanics (persons of Mexican, Puerto Rican, Cuban, Central or
South American, or other Spanish culture or origin)

e Asians or Pacific Islanders *

e American Indians or Alaska Natives

E— ¢|
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(Circle appropriate fumber
to indicate your response
for each group, as indicated.)

Strongly Strongly’
Statement Disagree * Agree
1. . are less Minorities
concentrated in management
1 2 3 4 5
because they are less assertive
and competitive than their Women
white male counterparts. 1 2 3 4 ) 57
2. tend to Minoritieg
show little flexibility in ;
their work styles. 1, 2 3 b >
Women .
k . 1 . 2 3 4 5
3. lack the ' | Minorities
" necessary management skills to 1 2 3 4 5
attain upper and middle manage-
ment positions. Women .
;‘.u
%ﬁ 1 2. "3 4 5
b, 4 tend to Minorities
i lack the necessary quantitative 1 2 3 4 5
skills to be managers within . .
R&D organizations. Women
- 1 2 3 4 5
5. can learn Minorities ) .
how to become successful' R&D . .
1 2 3 4 5
managers through appropriate , .
training. Women
1 2 3 4 5
6. in. educa- Minorities
tion R&D management tend to . 1 2 3 4 i 5
prevent other minorities/women
from entering management. Women
1 2 3 4 5
7. have Minorities ,
unique management skill needs' 1 2 . 3 4 5
digsimilar to their white male
counterparts. Worzr




. d(lrkl appropriate number
to ind;caté your response
for each]group, as indicated.) ‘
Strongly 5 Strengly
Statement ) Disagree i 3 ﬂ&ree
- . : §
. X ‘)

8. Racial bias is one of the main 5 . ' K
factors excluding minorities i
from management positions. 1 ? 3 4 5

\ “ ;

9. Sexual bias is one of the main i S
factors excluding women from : éﬁvib
management positions. 1 {9 3 4 Y

1

10. Management training programs Minorities .

rarely address the needs of 1 2 3 4 5
seeking . . p

- ) . 1
management positions. Women _ .

R - . A

1 2 3 . 4 ls,(/

11. The current availability of Minorities
qualified _ :
for managerial positions is 1 2 .3 4 -2
limited. Women

1 A 3 . 4 5

12. Changes in the hiring and pro- Minorities

P motion policies of an organi- 1 2 3 4 5
: zation tend to increase the
number of Women
in management. 1 2 5, 3 4 5
13. . tend to Minorities
earn legs than their white male 1 2 3 4 5
i - ~counterparts similarly situated. : .
Women
1 2 3 4 5

14. Role models can aid Minorities o
in becoming more successful . : .

R&D managers. 1 2 3 4 5
Womer
1 2 3 b 5
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(Circle appropriate number
to indicate your response
for each group, as indicated.) _

Stropgly ‘ Strongly
Statement Disagree Aproee
z I e N SRS et A It
15. Most education R&D organiza- Minorities
tions actively seek ) ;
applicants for managerial 1 2 3 4 >
positions. Women
' 1 2 3 4 5
16. Most R&D organizations will Minorities N
hire qualified =~ 1 _ 2 3 4 5
managerial applicants over an ,
equally qualified white male Women :
| applicant. ‘ - 1 9 3 4 5
7. ____ are less Minorities
concentrated in management 1 2 3 4 5
because they lack career goals.
Women |
1 2 3 4 5
..... - - = ..-<-._>“q--,..,--A.,‘,...-v.,*-‘r._al.‘,__-,._v.‘-',-.‘»-‘—7- S . T e - . = w
18. A problem facing the female
manager is knowidg how to cope
with sexual differences and 1 2 } 4 5
attractions in the workplace.
e \C,-*-_,,___+v-,m.-__-__A,-,*v*w--,-,--AWWV--,-,w,_,.”,,_"_,
} 19, Discussion and open cdwéunica- Minorities
tion on the job tend to reduce 1 2 3 PR 5
animosities against«.ﬂ*;~w-"
in management. . Women
i 2 3 4 5
200 Traditional customs, conven- Minorities .
tions, practices, and attitudes 1 9 3 4 5
("old-boy network') prevent . '
I ______._ fromentering ,| Women
l management. 1 9 . 3 4 5
21. ... in R&D man- Minorities >
; agement have unique training - 9 i 4 5
needs. . r
¢ Women
L T 2 3 4 5
. e et e e o e e 2 e
B " \\
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23,

_ promote qualified

The carcer patterns ol

o __.__hindgr them from
rising in education R&D manage-
ment .,

to attain upper and middle man-
agement positfons.

Most R&D.organizntiong will
managerial upplivanf% over ©
equally qualified white male
applicants.

- r — w e v m # - W ww w == & ow - - e -
Minc )’r'i_t'_i o8 1

0

(Circle appropriate number
to indicate your response

Strongly
Disagree

1 2 .3 4
Women

1 2

J}l(49iyjlqﬁffﬂlpg.f?i.l"gJ}T[ﬁthal B

‘Stronnly
Apree

’

3
- . e T e s w e e e “"-”—'_"'r"“-‘ - —— —— e “"’!”T‘*m'-"“' T—— '*“"_“* - ‘_“’—‘{
e lack the Minorities -
necessary interpersonal skills 9 3 :

1 4 5
Women #
1 2 3 4 5
F..‘.a----.~1h,.__w,.*.-$$¢f ——— —
Minorities
1 ? 3 4 5 /
Women -8 l
1 2 3 4 5
1o e o
' \
v{“': g .
| /
« -
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[] Male.. [ ] Female
. , Cg———
Race/Ethnic Affilihtion:

D White, Ntm“;ﬂ/is.panic

D Black, Non-Hispanic

D Hi sp‘ani(_:

.
“

.Kf-:\k

b

D Other (Speci‘fy)

- . \

"~ .State Where You Work:

¥

D Déiawa,re
: D New Jersey

D. Pennsylvania

. —

L_} Other - '

\

Position Level::

D Manager

I_J Other Professional

v

¥

<%

. .]'r
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APPENDIX J

-

‘A Guide to Adapt the RBS Needs Assessment Design and Instruments:-
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Adaptation of RBS Necds Assessment Dosign
1. Amend current list of R&D organizafions within each state.

. "2, Identify contact person within each organizat1on. (See list of R&D
organlzations ). _ : -

3. Determine procedure for collecting demographic infﬁrmation (specific
to state).

M \

”fwo Through contact person?

e Use reference source?

e Interview personnel officer?

e Mail surveys? ) o N
e Suggestions ﬂ - ) ' .

4. Determine sample for attitudinal survey:

e Use statistical procedure?

e Each organization decides?

\ [ Suggestions e

-y |
Adaptation of RBS Needs Assessment Instruments

1. Are both surveys needed?

2

2. Are the instruments apbropriate? (See draft needs assessment instruments.)

)

e Demographic items appropriate?

® Attitﬁdiﬁalritems appropriate?
3. Are the instruments complete?

e Demographic items complete?

e Attitudinal items complete?
. ;u‘(‘ Y .
4. -Ara the directions/definitions clear and complete (Attitudinal Survey)?
5. Is the layout/format clear and easy to follow?

6. Suggeétions .

ot
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'MINORITIES iND WOMEN'S PROGRAM
RESEARCH AND DEVELOPM;NT SEMINAR

The national Institute of Egucation’s Minorities
“and Women Program sponsored a two-week
. research and development seminar at Norfolk State . .
\ University, Norfolk, Virginia, July 13-25, 1980. T
e Thirty-six minority and women faculty and
administrators from educational institutions and -
agencies across the country participated. The
seminar. provided an .opportunity for these
participants to focus on three areas of educational )
R&D: Educational Research -Project Development
. and Management; Educational Research Design
* . andMethods; and theInfiuence of Federal Policy on
: Educational Research and Development.
_ There were five participants from the tri-state™.__
area., Three of them were from Pennsylvania. Anna
O. Blevins, Professor of Education at the University
of Pittsburgh, formerly served the Commonweaith

. ‘ of nnsylvania as Deputy Commissioner for
) Higher Education. Her recent research interests
-t _have focused on cross-cultural teacher education in

‘th$ Caribbean. Dorothy Gardner, Associate

Professor of Educdtion, Cheyney State College, has

been active in the field of educational research since

1974 when she and her husband established the

. Educational.and Psychological Research Center in

‘ Bryn _Mawr, Rennsylvania. Her basic research

interest is in reading—cognitive development and

assessment of minority students. John Hewlett,

“Assistant Principal, Henderson High School, West

Chester, Pennsylvania, is presently wrltln'g the

proposal for his dissertation at the University of

Pennsylvania. His research interests are in first-

generation minority students who are college

graduates—their réasons for attending and
“completing undergraduate school. '
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_ly three percent of the prin-

April/May 1980

ning’’ statyth ;
women y Moid a smaller ' -

percentage of school a
minietrative positions than ?
they did 50 years ago. :
4p 1928, 53 percent of the
elementary school prin-
clpals were women; today,
sccording to the article, .
women flil oply 18 percent
of these same positions.
At the high school level,
women represent 50 per- i

cent of the teachers but on-

cipals, says the article. It
sdds that women hold ,
fewer than one percent of o S .
all superintendencles
(about 150 of 18,000) and
just three percent -of the
nation's assistant
superintendencies.

if you are Interested In
finding out more informa- ,
tion on women as school -
administrators contact: . -
Tommye W. Casey, direc- ¢
tor, Educational Equity, g
Research ftor Better !

- Schools, Inc., 844 Third 8t., ’ .

Philadeiphia, Pa. 19123.
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New RBS Project for . .
Minorities and Women

, Research for Better Schools, Inc.
(RBS), a private, nonprofit education
" laboratory, has been funded by the Na-
tional Institute of Education's Minorities
and Women Program to increase the par-
ticipation of minorities and women in
education research and development lead-
ership/management in Pennsylvania, New
Jersey, and Delaware. The expected im-
pact of this project will be to develop a tri-
' state network of individuals who are inter-
ested in issues related to minorities and
women in education léadership/manage-
a ment positions and to foster the R&D
skills of minorities and women who are
<t currently working in the field by providing
' technical_assistance for specific projects
* -and convening state workshops. For fur-
ther information, contact the Project
Director, Minorities and Women Project,
Research for Better Schools, Inc., 444 N.
Third St., Philadelphia, PA 19123, Ph.

315/574-9300. ) ’ N
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APPENDIX L

Abstracts of 1981 AERA Annual Meeting Papers
Related to the Participation of Minorities and
Women in Education Research and Development

Y




* American Educational Research Association
Abstracts of 1981 Annual Meeting Papers Related to the

Participation of Minorities and Women in Education Research and Development

)

‘ Prepared by
Minorities and Women Project
Research for Better Schools, Inc.
444 North Third Street
Philadelphia, PA 19123
(215) 574-9300
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Several sessi¢ns at the 1981 American Educational Research Association
(AERA) Annual Meeting focused on the issues gnd possible solutions related
to the participation inorities and women in;education research and
development leadership and n#gement.“ The abstracts of the most pertineht
presentations are included he¥e along with the names and addresses of the
authors so that the éeader might be able to send for the paper or otherwise

communicate with those working in the field.
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MULTI-LEVEL EVALUATIONS OF A COMPLEX PROGRAM:
EVALUATING NIE'S MINORITIES AND WOMEN'S .
PROGRAM

NIE's Program to increase the Parcipation ot Minorities and Women Betty Mac Morrison, University of Michigan, will present the
in Educational R&D offers three different types of grants to a varicty of evaluation approach iised by the joint Hampton Institute and University
institutions: special, institutional, labs, and centers, Evaluation of both  of Michigan Program for Training Minority and Women Researchers.
the projects and the Program as a whole is complex, since projects are Since. this Institutional Project involves junior faculty and predoctoral
concerned with different aspects of R&D (¢g., tescarch, dissemination,  students, objectives both for and of participants differ. The Project design
" evaluation), promote the participation of minorities and women at itself is experimental, using different types of rescarch teams. The
different points in their career (e.g., predoctoral, postdoctoral, methndological issues then call for a fairly complex evaluation design.
i experienced professional), and are based on different intervention Astacia Wright and Sharon S. Koenigs will present a paper. “A
i+ models. In order to increasc the effectiveness of both individual projects,  Laboratory Training Program for Minonities and Womien Developed.
'« and the Program as a whole, evaliations arc performed at various levels. Conducted, and Evaluated in Partncrship with Utban Schoul Distncts.”
i TThs symposium addresses the methodulogical and substantive issues This paper will discuss 2 model for the design, conduct, and evaluation
. nvoived in the multilevel evaluations of a complex program. of research and development training for urban educators. The features
A Thel Kocher, now of NIE, will discuss “Evaluation Methodology of the model include: (1) collaborative design, implementation, and
for an M&W Special Project: The Training Urban Educators for Linking  evaluation; (2) coordination with on-going school district activities; (3)
. Agent Roles (T UFLAR) project. It uses a variety of qualitative and integration of content with priority topncsselectcdbypmicipatin;school :
| quantitative methods to provide both formative and summative  districts; (4) training supported by practical experience; (5) evaluation of
i evaluation information. This paper will discuss those methods. As-a  equity outcomcs in the context of on-going school improvement efforts.
| “Special Project” consisting of 2 3-week workshop experience, the Finally, Naida Tushnet Bagenstos of NIE will present a paper,
:  TUELAR project believes it is necessary to use follow-up data collection  “Methodological Issues in a Program-level Evaluation of the M&W
* in order to oblain a valid assessment of any skillbehavioral changes Program.” The paper includes discussions of why summing project-level
|
i

produced by the project. The presentation will pay petticular sttentionto evaluations is an inappropriate approach to the Program assessment, the -

: difficulty of evaluating a Program in which each project differs on

significant dimensions, the integration of qualitative and quantitative

| data, presenting assessment findings in Programmatically useful ways

' : , and fesolving the dilemma between immediate Program necds for
information and the necd for a longitudinal asscssment.

discussing thesc.

Thel Kocher, Room 822 Stop 9 Astacia Wright

Natonal Institute of Education Sharon Koenigs
. 1200 19th Street, NW . CEMREL, Inc.
Lo Washington, DC 20208 12120 59th Street
) cs. Louis, 1D 63139
: ge:ty Mae Mc;rdrison n ol
: iversity of Michigan . Naida Tushnet Bagenstos, Room 619 Stop 24
! i . 4218 School of Education Building National Institute of Education
! Ann Arbor, MI 48109 1200 19th Street, NW
i Washington, DC 20208
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MAINSTREAMING BLACK FACULTY FROM

With funding support fivin the National Institute -of Education—
Minonty and Wornen's Prograrn, several innovative projects have been

- - implemented 1n an effort to mainstream black faculty members from

traditionally black institutions into R & D) activities. Many of thesc
projects arc in their second and third year of unplementation, hence, the
project directors have gained substantial awareness regarding barriers and
Bcilitators to mainstreaming black faculty mnto R & D. The presenters
will discuss the strategies employed to increase the participation of the
target population in R & D actiities.

James Gunnell, Virginia Union University, will report on the
activities of the Institute for Advanced Rescarch Training: Focus on
Women and Minority This project involves six rescarch felldws (three
experienced professionals and three predoctoral scholars). The partici-
pants are involved with research management, quantitative analysis,
proposal writing and administration.

Huey Charlton from thc Institute of Educational Management at
Atlanta University will report on a project entitled, A Research Program
to Expand Participation of Black Scholars With a Focus On Histoncally
Black Institutions.” This project 1s ntended to provide black scholars,
both men and women, with aly'opportunity to participate in building a
research agenda that will proviiﬁ new perspectives to address niajor issues
confronting black communitses in the 1980

James Gunnell

1500 N Lombardy St.
Box 410

Virginia Union Unversity
Richmond, VA 23220

Huey Charlton
School of Education
223 Chestnut Street
Atlanta University
Atlanta, GA 30314 .

Joanne Wright
. Hampton Institute
Hampton, VA 23668
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TRADITIONALLY BLACK INSTITUTIONS INTOR & D

Joann Wright of Hampton Institute and Robert Alford of Norfolk State
University will teport on the Interinstitutional Program for Proposal
Development. Thfs project, now in its second year, has provided training
opportunties for 30 postdoctoral professiouals. The training was designed
to improve the technical proposal writing skills and marketing strategics
of the participants. )

Lawrence Gary, Diane Brown and Fitzroy Thomas of the Institute for
Urban Affairs and Rescarch at [Howard University will tepoit on the
results of the Research Development Workshop for Faculty Nienibers
from ~ Predominantly Black Colleges This project has provided
opportunity for faculty members from predominantly black collcges to
attend a2 summer rtescarch development institute. The project also
employed a collaboration madel for developing participant rescarch
projects. In its third year of operatior, the project 1s designed to
strengthen research and grantsmanship skills as well as to provide
ongoing techinical assistauce in the developinent of research projects.

lla Martin of Viginia State University will report on  the
Interdisciplinary Center for Research, Development, Disseinination
and Evaluation. This project has established a program for minonty
faculty members to address problems in educational research and has
provided a vehicle for generating a vancty of opportunities for
participants to develop thic attitude, shills and competency necessan for
effective rcsearch.

Lawrence Gary

lla Martin
Institute for Urban Affairs  School of Education
Howard University Box EE

2900 Van Ness St. NW
Washington, DC 20008

Virgimia State University
Petersburg, VA 23803

MINORITY WOMEN IN EDUCATION REBEARCH

Minont women are underrepresented in education research. Being a

The fourth presentation, “Professional Amencan Indian Women,”

-1

will be made by Patnicia Locke of the National Tubal Education
Association. Her paper will examine the curient status of Amenican
Indian women in research, academe, community activities and policy
making. ;

i minonty and a woman often cunstitutes a double barrier which prevents
I one from entering cducation research. This symposium wilt present a
. synthesis of reszarch on this issue by minority women whg have
established themselves as competent researchers n a varnety of

e . . i -

-

ERIC '

disciplines. ‘ .

This symposium’s imitial presentation, “Chicanas in Educahog
Research’ An Example of Barners and Solutions for Muonty Women,
will be made by Liz Radfiguez, a NIE-NMSU Pioject Fellow. Liz will
discuss the status of Chicanas in education research, as well as the
barners encountered by minonty women in general, and propose
possible solutions to these barriers.

The second presentation, “The Role and Status of Professi k
Women in Education, Psychology and Sociology,”” will be made b!
Elois Scott, University of Florida and .Diane Pollard, University of
Wisconsin  This study 1s the result of a national survey of black
professional women in education, psychology and sociology. The paper
will describe thewr concems, identify sources of impediments and
facilitators to their careers, and explore successful coping strategies.

Lily Chu, New Mexico State University, will make the third
presentation, “Asian-American Women i Education Research.” Her
paper will explore the historical and sociocultural background unique to
Asian American women in order to provide insights as to the reasons for
their underrepresentation, and the possible ways which may be utilized
to incrcase their pamcipatiop in education research.

Elois Scott Skcen
University of Florida
2109 GPA

Gainesville, FL 32611

Liz Rodriquez
1201 Conzalez Road 493

Oxnard, CA 93030

Betty Chang, UCLA, will present, “Minority Women in Nursing
Education Research.” Betty will examine the representation of minonty
women in professional nursing education as compared to the number of
minority women in nursing training. The importance of increasing the
participation of minority women in nursing research will be the focus of
the presentation.

The final presentation, “American Indian Education and Educa-
tional Resources Information Center,” will be made by Elaine Benally of
ERIC/CRESS. Elaine will delinate the servicey available to minonty
women researchers, and will demonstrate the ways minonty women

‘tesearchers can utilize ERIC to facilitate their endeavors in research,

publication and network formation, especially in the area of Indian
Education,

Lily Chu + OBetty Chang
Department of Counseling/ gehool of Nuroing
rducatiunsl Psychology University of California

University of Texas Los Angeles, CA 90024
El Paso, TX 79902

Patricia Locke

National Tribal Education
Associstion

2760 Twenty-nirth Street

Boulder, CO 80301

Elaine Benally
ERIC/CRESS !

Box 3 AP .
Las Cruces, NM 88003

Aruitoxt provided by Eic:
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In responsc to the nced to increase the participation of minorities and
women n educational R & D, a multicultural team of educational
rescarchers was formed to develop and implemnent serics of 2-week
traimug semunars. Based on that expenence, a mod
educational leadership was conceived and tested. This Wnodel, which is
bascd on a nonhierarchial structure, focuses on tying participants and
developers together in short- and long-term waysto provide the technical
and sunvival skills necessary to beconie and remain an cducational
tesearcher and the skills and structure necessary to rnake educational R &
D mote responsive to the participation of women and minority men.

The first speaker. Elois Scott of the

developinent.

be.the topic of the prescntation by Mary V Brown of Broad IMPACTS.

modcl She will focus on the flexibility of the process,
and assessment of participant

J e

Al

DEVELOPING EDUCATIONAL LEADERSHIF: A
MULTICULTURAL MODEL

| for developing

University of Florida, will discuss
"Developing Educational Leadership The Mode).” She will describe
the model, identifying and defiming critical components and their
relationship to each other and how the model's multicultural thrust
makes itunique yet flexible enough to meet the needs of researchers from
aranety of cultures. She will also discuss the effectiveness and efficiency
of the model and how it can affect future instructional and program

“Developing Educational Leadership, The Instructional Process” will

Brown will discuss the 1clationship of the instructional process and the
the identification

needs, and the activities and techmiques
used in the process. She will also cover how the model and the process
have been dcvelorcd to meet the needs and exploit the strengths of the
adult professional learner..

- —— o do— 7 o —
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“I'lve value of the model, in terms of the cffectinencss of programs
designed under it, will be discussed by Tito Guericro of Corpus Christi
State University and Patnicia Cainphell of Campbell-Kibler Awociates.
Tito Gucrrero will discuss “The Effects on Participants™ of the rescarch
development seminars developed under the imodel He will analyze how
attending the seminars affected participants’ efforts to co, prosent, and
publish research, write proposals, and scek further training. He will also
examine the effcctiveess of the seminars in facilitating rescarch
nctworks and in cncouraging participants to become nore mvolied in
the "Washington scenc.” Patnicia Campbell wall gxgmine "The Fffects
on Developers” of patticipating 1 the modc! pr@m Her discussion
will cover the ways thatteam participation fostered professtonal growth in
terms of tradibional measurcs (i e , publications, grants), and it sl alvo
focus on the changes working v a multicultural, nonhcrard il R& D
atmosphicre has had onindisidnal views of the rescarch and develapinent

~ process.

Elois Scott Tito Guerrero
2109 GPA College of Education
University of Florida Corpus Christi State Unversity
Gainesville, FL 32601 6300 Ocean Avenue

Corpus Chnstie, TX 78412
Mary V. Brown .
Broad IMPACTS Patricia Campbell
PO Box 331 Campbell-Kibler Associates

450 Red Hill Road

Horsham, PA 19044
Middletown, NJ 07748

CHARACTERISTICS OF LEADERSHIP AND ACCESS TO
- LEADERS1''P POSITIONS IN TWO SERVICE PROFEUSIONS:
EDU(EAT!ON AND HEALTH CARE

¢

Recent Eudings are presented coucesning chatactenstics, support
swstems for le ulcship attivity, visibibity in carcers, and sponsorship of

+ men and woinen Leaders in two service professions. ediication and health
" care. The findings will be viewdd from the peispective of career

developinent Iterature and the litcrature on the personal and

. professional socialization of women, as wcll as from the perspective of

" for several reasons. There has long

. of achievement and lcadership.

the literature on otgamizations. .

Jamce Grow-Mawnza presents “Gotus Attmament and Access to
Power of 2 Group of School Superintendents.” Wanifrcd Scott presents
“Chaiactenstics of Leadership in 2 Health Viofcssion,” Lila Gordon
reports some “lcadeislyp Behaviors of a Gioup of School Principals.”
The papers will be discinsed by James Frasher and Ramoia Frasher of
Georgaa State Unnursity.

The papers presented aind discussed in thys symposium are important
cen an interest in leadership
characteristics and ¢haracteristics related to achievement In the past
researchers have often fucused on aggrepatcd groups of achicvers and
ponachicvers in schools in an attcmipt to isolate predictors  of
achicvemient. Today there 1sa movement in cerlain research arcas to take
an m-depth approach and investigate Ingh achicvers froin a nucro
perspective in an effort to gain new understanding about characteristics
All threz of these papers examine

" in-depth characteristics of groups of persons who have achieved in their

respective occupational ficlds.

Janice Grow Maienza
934 Park Aye.
River Forest, li 60305

Wirtifred Scott
3634 South Rhodes Ave.
Chicago, IL 60653
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In addition, there 1s buigeoning ntercst in women in careers because
of recent affirmative action legistation and the traditiunal wview that
leadership and the fenuale role are contradictory or at best ambivalent.
The Scott paper compares women leaders in a health profession with
non-leaders. The Crow-Maienza study examines women school
superintendents and a greup of men superintendents. The Gordon paper
.compares leadership behaviors of female principals and male principals.

Fimlly. 8 systemns approach that considers the interaction of the
individual with the orgamization has been incorporated to some extentin
all the papers. Scott reports effects of some”intermediary socialization
variables that affect access to leadership positions. Grow-Maienza
examines the organizational structures of opportunity and power as they
surface in the careers of school superintendents. Gordon has investigated
the effects of the organizatiorr on the leadership behavior of school
principals.

Various methodologies have been employed. Gordon interviewed 32
school principals and ohserved and scored their behaviors at faculty
meetings. Scotf applied chi-square and discriminant analysis to data

obtained on mailed qucstionnaies returned by 587 occupational

therapists. Grow-Maienza employed a casc study approach and analyzed
data from questionnaircs and open-ended interviews conducted with 22
school superintendents. Results fronyall the studics have implications for
tha: intere.t.d in leadership and achievement characteristics. -

"

Al
s ;

Lila Gordon
2304 Tenth Ave. East
Seattle, WA 98102
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) ACADFMIC WOMEN

. ‘
The purpose of the nm‘amum 15 to present and discuss some of the

cntical tactors that 1nflucnce the admission of women into leaderstup

positions 1 the acadeine world Strategies fon achicving equal status for
wouen i the field will e dosenibed based onsesulty of current rescarch
“The topics to be addressed are summanzed below

It has been documented that wonen do not advance as rapdly or to
thic samie level w orgamzations as do ien The evaluation process i
consdered one aspect of the social-psychological dynamues that enter
mto tle—Incement  process  Because cvaluation crtena are
comtrheted and weighted by evaluators, personal behief systems may’
conie to operate in and define the process. Frequently these belief
systenis iepresent male values and have been shown to penalize wonien

The conditions under which women assume leadership wall” be
Jisc useedd av they telate to the evaluation process How the dentibication
of speaafic poants df mlervention can be gwided by an understanding of
the evaluatiofprocess and what women can do to improve theu chances
“for positine evilluation under certain orgamzational condiions will be
descnbed ' '

AhievrgiPEdUal opportumty for wornen azademics and rescarchers
means that @olien shau'd be represented 1n all acadermic ranks and

T énure in proportion to their numbers. they should receive equal-pav for

equal work, have rescarch facihties and resources comparable, to those
given to men, and serve ad grant and journal referecs in proportion to
thew munbers .

For women to achieve such edual partiapation, efforts based on
wtcrperonal, orgamizational anstitutional, and nationat-legal stragegies
muot be cmploved i addiban to individual efforts Each of these
strat pies will be exploted and: examples considered

: Marlaine Lackheed
f Y Fducational Testng Service
Y Ponceton. NJ 08541

K}'dmhr\o Hodges Persell
New York Unmversity
39 Umiversity Place

Sociology
N,g'w York, NY 10003

.
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POWFR STRATEGIES FOR THE ADVANCEMENT OF

In the area of vocahonal cducation, women are not acticeabh
represegted in the adimnstiative atea Identlfication of tacton ! et to
this underrepresentation was andertaken in 2 view ol the conent
Iterature The study ditingusshed between the nterpensonat and
orgemizational factors that influenced women who were in or who were
consdening adhimmmistiatine positions

A companion studv cxannned the states” current requireinents fer
certincation in vocational education adninastration The foone of the
study was to determine the number of women who are qu.iihied for
and/or hold cerhficates to adnumster vocatiunal programs as we ¥ a< those
wonien who hold such posihons

Productivity 1s considered an nnportant factor for tuning, promaetion,
and sabary increases Are factors within productinaty, such as urehers of
articles published. papars prosentad, and Otations cqually i rtan® for

males and females? ¢

A suney currently ui@vn), 1s designied to descnibe the predustinity
of Division E members A comparson of the lgvele amd bpe. of
productivity by sexand ethnic group will be niade to dercmre o bohay
percaved power both within Division B and within the scawem «
dusaplines represented withan Division £ 1 dificrences i productiany
and/or percphions of power are fyund an terms of ccx or dhn grop,
recomme ndations will Le m.l&béasslst those groups i beconunginere

professionally productive.

Ellen Bowers
National Center tor Research &
Vocational Education
Ohio State University » }
1960 Kenney Road .
Columbus, OH 43210 - .

Susan Thomas

103 Sandels

Flonda State Umveraity '
Tallahassee, FL. 32306 N

A Longltudinal Evalustivn of a S8kills Training Program lo

Advan¢o Women in Higher FEdueation Administration
JEANNG | SPEIZER and LILLES HORNIG,, Wellesley College
A follow-up study whs conducted of the partipants of the

Adminntrative Skills Program which was held at Wellesley College i 4
dunig 19771978 and a gronp of adminstiators who did not attend the !
prograni to evaluate the cffectiveness of the program in aiding carcer :
advancement and in doveloping a network of professional peers. \
Background mformation was collected in 1978 and follow -up, outcome

data 2vears later ‘The skalls prograim will be desceribed and the results of

the follew-up study will he presented  Compansons will be made

) betweerr the two groups as well as coinbining the data to assess the career

histornies and paths of women adomimistrators. .

Jeanne J operzer ) {
Lillk S Hormg
Wellesley (Coliege
828 Washington Ave
) Wellesley, MA 02141
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Psyehosocoiul Development of Wemen Collego Preaidents ¢
Integration of Prefossional and Gender Roles
JAN SCHMUCKLER, 1he Wnght Inshtute

T study contnibutes to cxisting research on women's professional
wles and tocuses on professional and gender cole integration of 41
wotnen coligye presidents. Scores on psychometric measures and
sclt-ratiags of Carcer Satsfaction and “Role Hannony” on author-
developed  questionnaire were cross-tabulated  with  demographic,
persanality, and sitnational vanalles Scventy-six percent repoted high
carece satsfactinn, 56 percent exjx nenced some stam integrating thew
toles. Particip ints were supenior fanctioning womceiy M'\l“mo“ $CNICS
above the mean on personality meassues Findings wese d terpreted
Iight of personahity theunes (Freud, Jung, Enkson)and socal psych_olom-
(Levinson, Sanford). Results have iniplications for womcen aspinng to
lcadership positions i
A Theoretioal Model(of Affirmative Action Iinplementation
ROBERT £ RUCKLR and THOVIAS L THOMAS, Unneety of Kansas

This paper develops a theoeheal model that can be used to
examine the implanentation of Affismative Action in
universiies. Public umversities will be nsed as data sites Results indicate
that women and tninontics are being; placed 1n institutional positions to
meet the federal mandate of Afinnatne Action, assurance that federal

. momies are not tenminated, and some incorporation of talented membcts

a

E

of these dpscnmunated groeps Alo, women arl nunontes are beng
placed 1n posstions that do not have the access to the ¢nyironment, and
do not have control over the resources that predonunately white, male,
college admimstrators have

The Developinent of a Transportable Leadership and
Management Program for Women in Higher FEducation
JOAN P. SHAPIRO), Unwersity of § cunslvama, CYNTHIA SECOR and
ANN BUTCHART, Higher Education Rewonrce Service

This study examunes the impact of forinative evaluation on a women's
training program at three test sites Asscssmient of obstacles encountered
in 1mplementing and disserminating and innovative  postsecondary
educational program were considered. Both qualitative and quantitative
evaluative techniques were used to modify the niodel and to assess its

mpact The tcsnl's indicated that formative cvaluation can be highly-

effective 1n modifying this todel, and that uscr adaptability of the
program 1s essential for its successful implementation. It was concluded
that formative evaluation can assert a pivotal influence or the “transport-
ability” and acceptance of a complex model for change.

Jan Schmucklet .
The Wright Institute
700 Norfolk Road
Berkeley, CA 94705

Robert E Rucker

1 Bailey Hall
University of Kansas
Manhattan, KS 66045

WOMEN IN ACADEME AND ADMINISTRATION
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Wemen Edusators in the State of Washingtou: Status,
Qualifications, and Aspirations for Bdweational Leadsrship
MILFORD C COTTRELL and FRANCES G. RUDIZtugham \tung
Univensity -,

This study determined the professional status, qualifications and

aspirations of Washington state women educators. Conclusions weie (1)
Competent women educators have exhibited the matunty, experience
and training to attain success 1n adiministrative roles, (2) aspiring women
educators are strongest in those qualificationy identified as most valuable
for administrative positions; (3) sesponsibality and challenge, concern fur
making change and professional advancement affect the aspirations of
women educators more than salary, staff expectations or sex discrimuna-
tion; and (4) models and mentors, advauced study and family had the
greatest influence on the professional direction of women educators.

The Effvetivemess of Four Women Administratien Advosasy
Meodeols

MARTHA-L SMITH and AGNES E. TOWARD, SEDL, EFFIE H
JONES, Amencan Asociation of School Adminutraton, LENOR
HERSEY, New England Coalinon for Educational Leadih, LILLIAN
WOO, Center for Women 1n Educational Leadership, CAROL
EDWARDS, Southern Coalition for Educational Equity
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The obsective of the paper is to describe and asscss the effectivenessof

four models of women adnun.stration advocacy efforts cuncnllly in
operation, all loosely coupled under the title of Project AWARE. The
major professional admimstranon organization sponsors and coo:dma(es
the four models sponsored by AASA: (1) an individual membership
ofgamzation structured as a confederation of six state umts, (2) an
individual internship program Jesigned and operated by a nniversity
center for women: (3) involving individuals sclefted from state cducation
agencies, governors’ offices, and legislative staff 13 operated by a regional
educational laboratory; and (4) an information exchange and hinkage
model, operated by an organization commutted to inonitoring regional
sex and mynonty equality. The papet repiesents a rationale for each
model w.nz a discussion of its effect in terms of stated objectives and
describes the coordinating mechanism and presents data indicating the
positive unpact of sponsorship by the asvociation
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- MENTORING AND THE WOMAN SCHOLAR

The Status and Needs of Women Scholars :
MARY L. SPENCER and EVA F. BRADFORD, Center for Women
Scholars of Americas Behavioral Research Corporation .

Changes in the status of women scholars are reviewed 'and major
barriers to progress identified. The needs of over 1,000 women scholars
in the San Francisco Bay Area, from colleges and universitics with
varying characteristics and from a variety of nonacademic settings were
assessed. Results address (1) extent and nature of perceived diserimina-
tion; (2) the array of needs and suggested solutions in career planning and

sdevelopnient; (3)-priorities among necds; (4) suggested policy changes
-and nceds for professional training; and (5) how needs and solutions vary
with academic degree status, discipline, work setting, age, racial/ethuic
identity, and family circumstances.
Evaluation of the University of Tenmessee Predootoral
Training Program Designed to Increase Participation of
Women and Minoritiss in Educational Research
WILMA W. JOZWIAK and TRUDY W. BANTA, University of -
Tennessee, Knoxville, and WILLIAM C. WOLF, JR.. Univerity of
Massachusetts, Amherst

Six female and/or minority doctoral students at the University of
Tennessee administered their own NIE grant and program evaluation as
part of their training in research. Assisted by a consultant, they desigch
and administered instruinents to provide formative and summative
evaluation: of four program objectives. Project experiences in research
did increase students’ research productivity and self-assessments of their
research skills. Several research proposals were written and funded. Each
student nresented at least tvo papers at regional or national meetings;
each wrote an article for suBmission to a journal. One student sought
cinploynient and acquired a job in edu¢ational research.

Eoonomiae Parity Between Men and Women Presidsntial
Scholars - . ’ T
FELICE A. KAUFMANN, and STEVEN B. SILVERN, Auburn,
University ' ‘ L

If the key to sex and racial equality is education of those suffering
prejudice, then women who have received acknowledegement of their
ability should evidence equality in employment status and income witha
similar group of men. A sample of 322 Presidential Scholars were
questioned regarding academic honors and awatds, occupational honors
and awards, current employment status and income. Chi-square
analyscs indicated no .di&_’cteuces in dchicvement and employment
status. However, differefices in income were significant between men
and women. F.ducation of those suffering from prcjudice is not sufficient
in bringing about equality. ) \

* " Mary L. Spencer
: ) Eva F. Bradford
- Center for Women Scholars
+  Americas Behavioral Résearch Corporation

- 300 Broadway #23 .

. '.San Francisco, CA 94133

Wilma W. Jozwiak
Trudy W. Banta
. University of Tennessee
** 1331 Circle Park Drive
Knoxville, TN 37916

Felice A. Kaufmann
Steven B. Silvern
Auburn University
Auburn, AL 36830

. ) |
Sox Differences lp Expeotations of Msntors ' }
/ . STEIN, Rider College !
This study found that cxpectations of both doctoral and carcer mentors ;

were bighcr for male than for feinale college professors. Subjects were
facyily members at a college and university in the Northeast. A survey *
qyéstionnaire was distributed to which 96 (76.8%) professors responded. .
stitutional affiliation did not affect sex differences. However, whether ;
one had a career mentor affected sex differences with all males and
females with mentors having similar expectations and females without :
mentors having lower expectations. The existence of a doctoral mentor .
did not influence sex differences. Areas of difference for both generally 1
concerned jobs and friendship. . : :
Psrsonsl Growtl for Women Graduate Students: Progressivs -
or Regressive | . :
SALLY FRAE%Q(_MROBERT BROWN, JANE BAACK, ROSE
ROTHMEIER, and SANDRA GROH, Universify of Nebraska, legt)}p
Although most iroblems faced by graduate students are the same

regardless of gender, some problems are more signiﬁfaﬁrﬁ? women,

graduate students. /This program presents data from & 2-year research -
project conparing & cross-section of male versus female graduate

students from the beginning of the master's program to the end-of the
doctoral program. Data was gathered using. 2 combination of .
questionnaires and sclected personal interviews. Statistically significant °
differences were found between the sexes in some areas, particularly in
regard to conflicts bctw?n personal and professional roles. Pilot®
intervention programs will be discussed. . o

Mantoring and the Young Profsssional Woman in Academia
SUSAN LEE and SOLOMON CYTRYNBAUM, Northwvestern University
This paper will examine the mentoring process in relation to.young’
- proféssional women in academia. It will explore and illustrate three !
critical aspects of this complex process: (1) a cenceptualization of the |
mentoring process; (2) the major task and identity issues facing young
professional women in academia; and(3) the potential contributions and
limitations of mentoring to the survival and productivity of younger .~
female mentees. Reflecting on the" increased attention paid to the -
contributign of mentoring by superordinatss to the subordinate inentees in
various ofganizational settings, this paper will illustrate a developmen. -
tal/socigd systems conceptual perspective of the mentoring relationship.. |
N L]
1

Sandra L. Stein
Rider College o -
PO Box 6400 2 ;
' Lawrenceville, NJ 08648 .

Robert D. Brown -
1200 N 78th Street )
Lincoln, NB 68508 . y - {
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Stigma: Notes on the Measurement of the Spoiled Identity of
Women in School Administration ,
CATHERINE MARSHALL, University of Pennsylvania
This research cxnlored the process affecting the career decision-mak-
ing, entry and mobility of women in school administration. The research
was guided by a framework derived frorn theory on careers and
professional socialization and from research on school administration
and on women’ Data derived from open-cnded interviewing of 25
women in a range of positions in school administration were analyzed by
the constant-comparative method. The analysis showed that women
encounter a special socialization process called transition as they enter
school administration. During transition, women create techniques for
access, training, and for management of cateci-tole strain. This paper
“focuses on an analysis of transition frown the perspective of Goffman’s
study of abiiormal people. Viewing administrators as “marginal men”
and as “double deviants” provides a perspective that explains behaviors,
attitudes, and relationships women develop during transitior.
Women’s Salaries in Higher Education: A Case Study
HELENAX § LEWIS and STANLEY S. ROBIN, Western Michigan
University C
This is an examination of faculty salaties in a large state university
through. three consecutive saiary researchers (1977-80). The research
sought to.detcrminc if there 21c differences in n.ale and female faculty
salarics, the amount and explanatory factors, Also cxamined wcre the
effects ‘of an cquity adjustiment.”Women wae found to receive lower
salaries than ineq at all ranks, cven with predictive variables contivlled.
! Fhese differences pessisted after the equiity adjustments, The study
¢ develops a methodological approach and creates the beginnings ofa
longitudinal and cross-sectional data base for the examination of salary
E discriminiation against wamen in higher education.
’ Retentlon, Profoesional Development and Quality of Life: A
: Comparative Study of Male/Female Nontonured Faoulty
* RACHEL G. FUCHS and JESSIE LOVANO-KERR, [nduana Ynnenity
A qualitative ‘inquiry was conducted on concemis of nontenused
faculty regarding retention, professional developrentand quality, of life,
after existing data revealed years of lower rates of retention for women. A
questionnaire was mailed to 100 tenure-line, nontenured women and

e b PO & S o B AR o o R ot A GRS e e Sy S R -
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percent for men. Results indicated that men and women respondents
shared similar perceptions on (1) general persondl evaluation of their
professional lives, (2) viewpoints on carcer aspirations; (3) feelings of

100 meir faculty. Responsc rate was 61 percent for women and 62 -

WOMEN IN THE ORGAﬁ'IZATION OF SCHOOLS ) x

“If They Can, I Can": Women Alpfnnu to Administrative
Positions in Public Schools e -
SAKRE K. EDSON, University of Oregon

Despite the diminishing numbers of women in school administration |
and despite the obstacles in the field, there are a number of women who !
do aspire to become administrators. This descriptive, two-part study
focuses on women actively preparingand competing for principalshipsin s
1979; 116 questionnaires from female aspirants in Oregon were selected §
for computer analysis, while 21 women were chosen for taped i
interviews. Women expressed confidence in their ability to do the job of !
administration and to do the work: better than most current:
administrators. The study examines current stercotypes of women in !
administration, offering updated perspectives on female aspirants, i
Superintonding: Activities of Women Who Have Not Been -

s b -

‘Filtered Out N

NANCY J. PITNFR, University of Oregon . :
The everyday activities of supcrintendents who also happen to be:
women served as a topic of inquiry. A description of the actual job of the
superintendency—its structure ard content—is presented utilizing three :
frameworks: (a) a chronology of their activitics, (b) an exmmnation of {
their nctwork of contacts, and (c) an examiination of their wiritten '~
communications. The general findings of this study are thatthe activitics «
of surbutban school superintendents have specific characteristics |
regardless of the sex of the position incumbent. Some important '
differences between males and Jfemales were uncovered. These:

differences are identified and explored. !

] T

[
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! insecurity, pressure and isolation. However, womien indicated more .

i concerns and Jack of confidence regarding prospects for tenure. : i

; Stereotypic myths were not substantiated. . o

(. v ) : ,

i ~ ' Catherine Marshall Rachel G. Fuchs ! :

; Graduate School of Education  Indiana University ' .

i University of Pénnsylvania School of Education :

; Philadelphia. PA 19104 Bloomington, IN 47405 b ' . B

i Helenan S. Lewis Sakre K. Edson | e

i Stanley S. Robin - 2235 Nortl, Snasta Loop ' . ‘

/ Department of Sociology - Eugene, QR 97405 : o

§ Western Michigan University ’ : . : i r i

. Kalamazoo, MI 49001 Nancy J. Pitner ’

! . . & 135 Education Building ‘ .

: . Vs University of Oregon, ' i '

¢ . Eugene, OR 97403 . . .
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444 North Third Str;a;_% Philadelphia, Pennsylvania 19123 e (215) 574-9300

Research for Better Schools, Inc. o
v November 17, 1980

Name
Address
City
State

Dear : ¢ A
Since December 1979, Research for Better Schools, Inc., has been

working on a project funded by the National Institute of Education's s

Minorities and Women's Program. A description of this project is en- }

closed. As you c#n see, we are developing a mod€l to be used by agen— :

cies working with one or mere State Education Agencies (SEAs) to help

_ increase the participation of minorities and women in education R&D

c management .

ful practices that will be¢ome part of our model -and we would like to .
include information on your NIE Minorities and Women's Program project.
Please send to me any descriptive literature you have and any other in-
formation that you think we might find useful. Also, if you have done
any work along these lines within a state or have any ideas, please
share them with us. - '

We are attempting to compile several annotated lists of su§cess-

Thank you for your help. -

Sincerely,

‘ Joanne B. Stolte .
Director, RBS Minorities
and Women Project ‘
JBS: jc

Enclosure

M-3
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An Fxample of How RBS Disseminated Infarméfion Regarding

the Third Summer Institute for

ucational Research

on Asian and Pacific Americans:

Institute Brochure

RBS News Release
Letter to Tri-State.
Asian-American. Network

; Letter to:Individual

Response from Institute
Applicant ,
Telephone Response

v .




| ’l'hird Summer lnstitute for ‘ ﬁ
Educational Researchon -
Asian and Pacific Americans o

N Julg924 1981 - y
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'NEWS RELEASE

SUMMER INSTITUTE FOR EDUCATIONAL RESEARCH ON ASIAN AND PACIFIC AMERICANS

2y

~

Research for Better School's Minorities’and Women's Project announces
an opportunity for researchers who wish to become betté£3prepared in areas
¢

related to education R&D: qualitative and quantitative research methods,
"‘-‘9

' research issues on Asian and Pacific Americans, language proficiency assess—

¢ -

, »
ment, and grantsmanship. Advanced doctoral students and postdoctoral
’ v !

scholars, especially those interested in research on Pacific Americans, are

encouraged to apply for attendance at the 1981 Summer Institute in Héwaii

(Hilo and Honlulu) which is being co-hosted by the Asian American Bilingual

Center of Berkley Unified School District and the University of Hawaifl at

Hilo and Manoa from July 9-24, A number of travel grants and living. expense
stipends will be awarded to participants based on need. Application deadline

is March 31, 1981. For registration materials contact: Minoritiés and Women's

‘Project, Research for Better Schools, Inc., 444 North Third Street, Philadelphia,

PA 19123 (215) 573-9300.

‘v




t - ‘ . January 30, 1981

Krishna Lahiri
311 Llandrillo Road
Bala Cynwyd, FA 19004

Dear Krighna,

Enclosed 18 a news release which has becn sent to the ncwsletters
in the tri state area which are affiliated with the RES Minorities and
Women's Project. I thought the Summar Institute for Educational Re-
search on Asian and Pacific Americans would be of interest to you as
an individual and as a member of the Asian American Council of Creater
Philadelphia. Effort to circulate this information would be appreciatod.
Please¢ let me know the responsc so 1 can forward the necessary nunber of

applications.
‘ ’ | 1 Pl )
Sinceraly,
| ’ Pn-nla'C. Rosen

Research Aasociate, :
Educational Equity ;

~ BCR/de

. knclosuras

ce: Jo Stolte
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Dear Colledgue, g _ L

“Enclosed is the application form for the Third@Sumser Institute
for Educational Research on Asian and‘Pacific Americans to be held in
Hawaii, July 9-24, 1981, Fifty participants will be chosen., Travel
grants and/or living expense stipends are available to a limited number
based on.financial need. The topics are timely and the lecturers are
proficient in their fields. The experience will be worthwhile.

Also enclosed is a description of the RBS Minorities and Women
project. It is the intent of this project to increage the participation
of minorities and women in education R&D management positions through
the publishing of news releases announcing skill building opportunities
such as the Asian and Pacific Americqp Scminar, conducting seminars for
targeted audiences in the tri-state area, and providing technical assis-
tance to projects whose directors are or whoge topics focus on minorities

and women.

Your name and address are now part of our network. In the event of .
subsequent opportunities that seem pertinent to your interests, a member
. of the RBS project staff will contact you Meanwhile, if there is any
way in which I can be of. dssistance, please do not hesitate to contact me

at the above address or phone, extension 323..
f:: .

b

Sincerely,

‘ )
: e
. Pamela C. Rosén
'Research Associate,
Educational Equity.

b

" PCR/de ‘
‘Enclosures ’ A ,




Volum]o Lnnni-/\“m
14 Cmcenl Dorlwaq : ,
Middletown, P O. Ped Binl, New Jor;oq 07701

March 15, 1981 . - .

¥4norities and Women's Project
Research for Better Schools, Inc.
L4 }MNorth Third gtreet
Philadelphia, Pa. 19123 '

Dear Selection Committee: !

I am very much interested in attending the 1981 Swamer
Institute in Hawaii from July 9-24, and would appreclate
‘specific information on submitting an application. I
feel my background and criedentials make me a sultable
candidate for incluslon in the program. 3

I am a doctoral candidate at New York University: having
finished all my required coursework, I am currently em-
barking on my dissertation in the fleld of linguistic re-
,search. I look forward to becoming better prepared in
research methods and issues, and welcome the opportunity
you are affording. ' )

I feel there is a strong need to promote awareness of re-

. sources available to educators that will allow us to ‘
provide a better learning situation for Asian and Pacific
Americans, and indeed, all bi-lingual students. As a
reading resource consultant for the last elght years, I
have seen the Eastern seaboard struggling to service those
coming to us from foreigh shores. - For the past three years,
I have been in a government funded position and have come
to realize the grant money that is avallable to those with
the know-how and skill to apply for 1it.

_As you are aware, doctoral candlidacy puts an enormous '

" strain on ‘the finances, and I would appreciate submitting.
an application for a travel grant and a 1living eXpense '
stipend, for I amfafraid I cannot serlously conslder .
attending without f'inancial assistance.

Sincerely, : oo ]
/ 4 W"ML—-Q-' '

olande Lanni-Allen ° o




RBS Minorjities and Women Project

Telephone Request Form

| | ] | !
Person C'alling L?m,r\, Mn’én»\- Date ‘g/ ;’\}{/p/
Address - ‘/0/ C/a/r‘l Jﬁ"—‘&"(/- -

o nt Feasor £ NT odzyz. : s

» w . \

.
LN

Phone Number ) - ‘?» o

wh Colfeye

Areas of Education R&D interest

Mag an Med oy ESL. . Rebnn {s; b Lrtes 5 oyt %
' M( /M,—Wﬁ"'aé ‘ >, : :

. Request:

Project information v~ Information re RBS

—————.

Additional information ¥  (e.g., from newsletter article)
\?iril :Sypaouyqur~ ~L—r'17%44412: f;7' éad’ 4E514¢¢4¢3¢(.¢°t /g'ﬁﬁvgﬁf /EZ&%f:L

Technical Agsistance

-

Source of 1n\formatlion re RBS M&W Project /I/J_LW

Request résponse (carbon attached)

[

-~

Date request answered
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RBS Minorities and Women Project

Basic Parameters Regarding 1980 Workshop

T

one workshop will be held for,all three states
'
the workshop will be invitational (SEA liaison and other
SEA personnel will select the participants); therefore, .
there will be no mass mailing, no "announcement to par=-
ticipate" in newsletters

five to eight participants will be selected from each state / (; f
(fifteen to twenty—four participants in all) ' i

the term "workshop" will be repiaced by the term "geminar" . . y
which appears to be more appropriate b —

- AR Y]
‘ .

the seminar will be held in Philadelphia at RBS

the seminar will be one day imw duration (9:30 am to 4: 00 pPm) ;
overnight accomodations will not be necessary

no particular education level or professional work background
" will be required for attendance

RBS will provide all materials for participants (e.g., name o )
badges, folders, reprinted articles) LY '

RBS will provide lunch and transportation costs - car pools
will be encouraged




APYENDIX P

- ' Needs Assessment Pre-seminar Correspondence:

i

Letter of Invitation
Letter of Confirmation
Preliminary Agenda
Pre-seminar Questionnaire
Description of Speakers

¥
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444 North fhird Street, Philadelphia, Pcnnsylvahia 19123 o (215) 5:74—9300
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 Research for' Better Schools, Ine. = . L i i :
" ; v . B . ,lSeptembei 19, 1980 -
¥ AR ' | ; R
: Name . , - . ' AT : .
: ‘Street - ~ ‘ - e : -
City, State g'“ - ) '
a4
Dear | L -
Research for Better Schools, Inc. (RBS) and the ___(state) N
(DPE/DPIL) : ______ cordially invite you to attend a seminar.

“entitled "Needs Assessment: Techniques and Application for Assessing the
Participation of Minorities and Women' in Education R&D Leadership/Manage- -

‘ ment." This seminar is sponsored by RBS as part of a grant from the :
" National Institute of Education's Minorities and Women's Program. (See e
n ~ the attached project deéscription for further information.) The seminar is - = rfﬁ
K scheduled for October 29, 1980 at the offices of Research for Better Schools,

) 444 North Third Street, Philadelphia, PA 19123, - '

$ . .. This seminar will last for one full day. The morning will be devoted ]
‘ to an overview of“the latest techniques of needs assesqment., In the after-. .
noon, you will be asked to-help adapt a needs assessment instrument to the
particular context of your stateé and help design a needs assessment survey
‘to be conducted by RBS during 1980-81. A copy of a tenative agenda and a
description of the featured speakers are enclosed. - .-
: o _ ,
Seminar participants are being invited from the tri-state area of Delaware,
New Jersey, and Pennsylvania. Participants will represent the state education
- agency, intermediate service agencies, and local education agencies who have
an interest in needs assessment and/or the participation of minorities and women
in education R&D leadership and management. ' ' ‘ S

' As part of the seminar, RBS will cover the costs of registration, lunch,
and your transportation. We would like to encourage you to form car poals and
you should know -that parking is free at RBS. Due to limited funds, we cannot .
offer to pay for hotel rooms or other meals. A map is enclosed, ]
. . 2

' ! N




v

k
F Participation is limited '‘and arrangements are presently béing made,
We would appreciate your returning the enclosed registration card as soon
as possible. If you haye any questions, please feel free to call
(SEA liaison to RBS Minorities and Women project) at
or me at (215) 574-9300.

| ' ) Sincerely, - . ‘ oot
Joanne B. Stolte
. . Director, RBS Minorities ‘
: and Women Project
JBS/de °
Enclosures

D ) ' . -,

¢

cc: ‘ : . .
SEA Liaison to the RBS Minorities ‘ ' .
and Women Project :

Division Head of Participant

‘
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October 24, 1980

Name ot !
Address .
City - : . '
State . o
Dear : o N
' ; oo
K I am pleased that you will be able to attend the Research for

Better Schools seminar on October 29. Registration will begin at

8:30 a.m. (coffee and donuts will be available) and the, seminar
will begin promptly at 9:30 a.m. Please try to arrive no later
than 9:15 a.me : ..

Enclosed you will find a brief questionnaire that we would
like you to‘complete and return to RBS, in the envelope provided,
by October 15 80 we might better plan for your patticipation.

Also enclosed you will find directions to RBS. We encourage .

"+ you to form car pools and remember, parking is free at RBS. Your
car mileage and/or train ticket will be. reimbursed; however, cab
fare cannot be covered. If you will be arriving by train, please
call Pam Rosen, Tommye Casey, or me at (215) 574-9300 during the
-week of October 20 to make arrangements to be picked up at 30th
Street Station. .

I look forward -to seeing you on October 29.

Sihcerely,

v

: ’ } ’ Joanne B. Stolte

Director, RBS Minorities
Q{‘;\\}g.nclosure 8

“ . and Women Project

=5 BN

North Third Street, Philadelphia, Pcmisyivania i9123 ® (215) 574-9300




Research for Bétter Schools Minorities and Women Project , : | "
1980 Seminar Agenda

"Needs Assessment: Techniques and Application for Assessing

the Participation of Minorities and Women in Education R&D
' Leadership and Management" |

Y

Morning Session (9:30 - 12:00) "Needs Assessment: An Education R&D Ski 1" 

e Address by Betty Mae Morrison, University of Michigan :
"Setting Planning Priorities" ' . )

e The basic concepts, 636;19, and procedures of needs assaasment'wifl“
be described and examined by the RBS needs.assessment staff. Based .
on a pre-seminar questionaire, the participants will be divided into
two or more groups which will allow for previous experience with needs
assessment, (Following the seminar, the participants will be better
prepared to identify problems; therefore, they will be more successful
in planning and agcomplishiﬁg tasks. Some participants will havg ex-

- changed ideas regarding the state-of-the-art of needs assessment.)

/7

Lunch (12:00 - 1:30) o

e Keynote address by Patricia B. Campbell, Campbeli-Kibler Associates
"Power, Leadership, and the Underrepresented"

Affernoon Session (1:30 - 4:00) "Piénning for a Needs Assessment Regarding
o " Minorities and Women in Education R&D
o Leadership" ° : :

e An instrument designed to idéﬁiify the needs of an agency conducting
R&D regarding the participation of minorities and women in education
R&D management will be presented and reviewed. Examples of areas
considered in the instrument will bé: underutilization, adverse impact,
tracing into lower paying and less desirable jobs, and inadequate work
conditions. The participants will break into state delegations to help
the RBS staff adapt the instrument to.their states' organizational
structure, size, etc. A .

®. Break

e A needs assessment plan (design) will be introduced and the participants,
within their state groups, will help, the RBS staff to adapt this design.
(The seminar participants will be able to help in the conduct of the RBS
needs assessment regarding the participatiun of minorities and women in:
education R&D leadership. The participants will also be able to utilize
needs assessment concepts and methodologies in their career.) '

a

y D6 ' .  . o C ' ‘
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In onden §on RBS to provide you with a seminar appropriate to your back-
/ghound, please 4L out this questionnaire and retwwin it to Research fon
~ Better Schools 4in the af,tached envefope by October 15, 1980,

- i 7
PRE-SEMINAR QUESTIONNAIRE - »
' -4
- - g’
. 2
S~
2 g
Q : E . §‘ E L &S i
E g =
(=] =)
S @ w = |
4 ‘
| - | -1
Have you ever read about the basic concepts, 07 . »
models, methodologies, etc. of needs assessment? D D D D I i
Have you ever used needs assessment” data to plan, : i —
make decisions, or establish policy? [:] D D D
Have you ever conducted a needs assessmeht? [:] EJ [] []
From your perspective, how useful are needs assessment data 1n planning,
making decisions, or determining policy?
very useful E]
ugeful []
not useful Ej L *
. .
A 1 not sure E]

What particular knowledge or skills regarding needs assessment would you
like to gain through participation in this seminar?

Name State

P=7




Dr. Betty Mae Morrison, Professor of Education at the University of
Michigan (Ann Arbor), where she teaches research design and statistics,
is nationally known for her research.in the areas of locus of control ,
and socialization of children in the classroom. Her studies include
"Two-Way Socialf;ation in the Classroom”" and "Education, Labor Market
Experience, and Current Expectancies of Black and White Men and Women."
The 1atte:'study, based on a national sample, examines 1ocﬁs of control
and the effect of past experiences and education through.examination of
se&, race, age, current behavior, and marketplace positions.

Her many other‘actiQities‘include direction of an NIE Minorities
and Women's Program projectl(training minority and women researchers)
and service on the Advisory Boafd for the National Center for Education

- Statistics and panels for vari&us federal ageneigs, including the

National Sc¢ience Foundation and the National Institute of Education.

©

——

[

Dr. Patficih B. Campbell, of Cémpbeil—Kibler Associates, Red Bank,
New Jersey, is a nationally known leader in the field of educational
equity. ‘An experienced researcher, trainer, and administrator, she has
published a number of books and articles in this area and has developed
thirteen multi-media instructional units on stereotyping in education
for use by teachers and teacher edugatbrs. Currently, she 1§‘working
on a ménograph on the effects of sex and race bias in research methods.

In her role as a consultant, Dr. Campbell has worked with ind;vid-
ual schools and districts in a variety of areas, including needs assess-
ment, program evaluation, and in-service training. She is also the
head of' the Curriculum Planning Team for the National Institute of
Education's Minority and Women's Program, which supports projects dg—
signed to increase the participation ofrminorities and women in educa-

tional research and development.

L4
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APPENDIX Q
. Needs Assessment Seminar Materials:

e Agenda

e Handouts
- Needs Assessment Purposes and Issues
- Needs Assessment Models and:

Methodologies

- Small Group Discussion for Providers
- Small Group, Discussion for Users

e Post-seminar Questionnaire
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"Needs Assessment: Techniques and Application for Assessing i
the Participation of Minorities and Women in Education R&D
Leadership and Management"

Research for Better Schools Minorities and Women Project Seminar

October 29, 1980
Agenda

8:30 Registration, coffee and donuts T

9:30 Overview: RBS Minorities and Women Project
Joanne B. Stolte, Director, RBS Special Projects Dfvision .

9:35 Welcome
: John E. Hopkins, Executive Director, RBS

Needs Assessment: An Education R&D Skill .

9:40 Address: Setting Planning Priorities
Betty Mae Morrison, University of Michigan

+10:00 Needs Assessment: Purposes and Issues .
Richard Spanier% Director, RBS Regional Needs Assessment

10:20 Needs Assessmenfy+ Models and Methodologies
Beth Woolf, Research Associate, RBS Regional Needs Assessment

11:00 Break

11:15 Group Meetings (Users and Providers of Needs Assessment
Data): Questions and Answers

11:45 Summary of Group Meetings ' -
12:00 Lunch/?rdfessional Networking
1:00 ?Keynote Address: Power, Leadership, and the-Underrepresented
Patricia B. Campbell, Campbell-Kibler Associates

Planning for a Needs Assessment Regarding Minorities snd Women in Education
R&D Leadership and Management .

1:30 The RBS Minorities and Women Project Needs Assessment
Joanne B. Stolte.

1:50 Review of RBS Needs Assessment Design
Alicia King, Research Associate, RBS Regional Needs Assessment

2:00 Review of Draft RBS Needs Assessment Instruments .
Alicia King .

2:15 State Meetings: Adaptatio.. f RBS Needs Assessment Design
3:00 Break ' _
3:10 State Meetings: Adaptation of RBS Needs Assessment Instrumentsg

3: SS Summation Q_3

4
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Needs Assessmbn: Purposes and Issues

1. Purposes of Needs Assessment (Handout) ' . ,
" A. Food for Thought
B. Program/Policy Justification
C. Predicting Responses to:PrOgers[quitice
D. Distributing Controi over Educétiohalbroiicy

E. Achieving Measurable Improvement ' S e

11. Examples of Needs Assessments (Handout)

£

\\\ A. Teacher Prepa}ation in Special Ed.
\ ‘ B. Title I Reallocation | ' |
o~ !
\ C. Perceptiong of §EA Performance
2 D. Defining Focus and Mission of Lab
S E. Idéntifying Statewide Student Needs

F. Identifying Technical Assistance Needs

. ~I11I. 1Issues
A. Definition of Neéd (Handout)
1. Kaufman ) ‘ .

2; Scriven

3. Ellett aﬂa Schumener

B. Politics of Needs Assessment

C. Paradox of Consensus
N -

D. Macro-Needs Assessment vs. Micro-Needs Assessment




' PURPOSES FOR CONDUCTING NEEDS ASSESSMENTS'

" PURPOSE

FOOD FOR THOUGHT

-«

»

CHARACTERISTICS"

4

Intended primarily to provide information --

to'stimulate the development of new poli-
cles or programs

Data may be only one aspect ofgR more com-
plicated decision process : ;
Greater concern with the richness and
variety of data than with quantitative
procedures

v

PROGRAM OR POLICY
?USTIFICATION

Intended to justify, through public dis-

closure, how a policy or. program decision
was reached '

Data presented are directly related to
implementation decision -

PREDICTING RESPONSES TO
PROGRAMS OR POLICIES

Y
Intended to predict reaction to various

program or policy alternatives

Methodology heavily influenced by the.
need to predict, public reaction:as in
market research and political polling

DISTRIBUTING CONTROL
OVER EDUCATIONAL POLICY

Intended to involve the public direétl& in
policy or program development  *

, f
Data used directly-in establishing policy
or program direction through referenda,
goal setting exercises, etc.- * '

.

t

ACHIEVING MEASURABLE
IMPROVEMENT

9

Intended to identify needs directly so
that plans for improvement may, be devel-
oped

Use of "hard" assessment data coupled
with a“ﬁecision-making process for rank-
ing needs accordingrto\priority

Call .or repeated measures to determine ,
effectiveness of implemented policies or
programs

Q-5
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b , : :
| Needs Assessment Models and Methodologies
‘ ‘\ T 3 .

\ ~

. . N :
1. Discrepancy Model vs. Diagnostic Model (Handout)

I1. .Goal Rating Procedures—-What Ought to Be/Minimum Satisfactory-Level

A. Likert Sca}e .

.B. Card Sart 1 - ) -

.C. éudge: Allocation l ’ ,

D. Paired-Weighting Procedure (Handout) ' | » '
E. Magnitude Esciﬁacion Scaling ‘

-

III. Gathering Data on Existing Conditions--What 18

.

Af Survey Quesgionnéire
B. Student Performance D;:a . %
C. Other Existing ﬁata
) IV. Discrepancy Sufvéys (Handout) = . . . A
™ ‘
P ) A. Batelle Surveys

B. Westinghouse Surveys

C. Institutional Goals Inventory '

V. Needs Assessment Kits (Handout)
A. ACNAM
B. CSE . Y

C. PDK (Handout)
VI. Specialized Techniﬁues
A. Critical Incident

B. Delphi

C. Fault Tree Analysis t

Q-6. -




"Needs Assessment: Techniques and Applications for o -
Assessing the Participation of Minorities and Women
in Education R&D-Leadership and Management" . .

Smgll éroup Discussion

Pre-seminar questionnaires returned to RBS indicated that-one group of
participants (providers of needs assessment data) 1is intetested pri-
marily in issues related to the design and implementation of needs asgess-—
ments. A second group (users of needs assessment data) is interested

! more-in the application of needs assessment results.in planning. This
small group meeting is intended for providers of negds'assessnent data.

Participants in each group represent a wide range of familiarity with
needs assessment concepts and practical experience. For that reason we

’ encourage all members of the group to contribute fully sharing their own
expertise and professional experiences.

’

Suggested Topics

1. The development and use of a needs assessmené’plan

2. -‘Instrument development -

-

3. Use of secondary sourceé of informatjon

.

4. Use of needs assessment data in resdurce allocation

[}




"Needs Assessment: Techniques amd Applications ‘for
Assessing the Participation of Minorities and Women
in Education R&D Leadership and Management"

Small Group Discussion

Pre-seminar questionnaires returned to RBS indicated that one group of
participants (providers of needs assessment data) is interested pri-
marily in issues related to the design and implementation of needs
assessments.. A second group (users of needs assessment data) is inter-

* ested more in the application of needs assegsment results in planning.
This small group meeting is intended for users of needs assessment data;

- Partictiypa nts in each group represent a wide range of familiarity with

*needs 44sessment concepts’ and practical experience. For that reason we
‘encouragh all members of the group to contribute fully sharing their own
expertise and brofessional experiences. B

Suggeseed Topics

Interpretation of needs assessment results
)
Effective planning strategies using needs assessment data

N

Development of data gathering systems . ‘
. N

."“Assessing the value of needs data presentedyto planners -
. i 1




o®

M kel LY he .,
. ) ‘ .
. . . . ¥ ) ! -
[ . / % +
- : .

, . | .
PLease complete this questionnaire before Leaving today and return it to -
the RBS Minonities and Women Profect sinff.

.
»

-~

“Research for Better Schools Minurities and Women Project Seminar
3 ' ‘

t A "Needs Assessment: Techniques and Application”

’ ' .
i = ’ .
' >

! POST-SEMINAR QUESTIONNAIRE C

£

» ’ ———— —

i

Did thig seminar offer you any new inforgation about .
the conc¢epts, models, and/or procedures bf needs [:] [:]
assessmént?

] . .

f

e , :
Were you provided with the knowledge or skills you D ‘
expected concerning needs assessment concepts, . ]
models, and/or procedures? . .

Were you comfortable with the morning session group- . [:] [:]
ing arrangements based on needs assessment experi-
ence and present occupational needs?

. . . .
Did the seminaf provide an adequate rationale for ‘

the need to assess the, partieipation of minorities
and women in education R&D management? o .

O
O

Did the state meetings in the afternoon facilitate
the adaptation on the needs aségssment to your

state? ° "

<

Were the invited speakers appropriate to the seminar?
Did the seminar facilitate netﬁorking among your tri-
state colleagues?

Will you be able to use the needs assessment concepts
and methodologies presented in your present position?

a

Were the logistical arrangements for the seminar sat-
isfactory (meeting rooms, luncheon arrangements)?

-~

O 0O Ooo o




.

. S, - - - v ' Yes ‘ No
Would you be willing t:or help devélop sduggestions/ D D
recommendations from an analysis of the needs assess-

) ment data? ' o, .
R Are there other education R&D skills/techniques you D _ D

feel are needed by minorities and women to achieve

management /leadership positions? , .
. . 4

- If yes, piease list those skills or techniques....
AT - /

, .
a v P .

¢

¢ \
-

=

Having participated in this seminar, how do-you now perceive the usefulness
of needs assessment data in planning, making decisions, or determining
policy?. ° o ' a

)

very useful D _
usef;il : D
not useful D

) . ' : : not sure D

o
A * ‘ .

Other Comments:: °
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A

444 North leird Street, Philadelphia, Pennsylvgnia 19123 o (215) 574-9300
. . s . -

e . October 31, 1980 | L

- ’ i j \ .
- . -t

Dear .Colleague, S ’ N

] R N

: I want to thank you for your participation’ in the Research for
Better Schools Needs Assessment Seminar earlier this week. As re-
quested, I am enclosing ‘a copy of the letter I read during the seminar
‘from the chief state school officer for your state. N .

AfSo enclosed is a copy of an article that just appeared in the
October issue of Educational Re cher that addresses the rdle and
status of minoriti in education R&D. The entire. October issue was
devoted to the concerns of minorities in education R&D and we will be :
adding these articles to our bibliography. v - ) S

Under separate cover we have mailed to you two more volumes re-
porting on the conferences on the gducational and occupational needs
of minority women. (They arrived one day latel) .

Again, thank you for your participation and please keep the RBS
Minorities -and Women Project in mind if you see something you think

would be of interest to us. _ .
LN

{

Sincerely, ,

(. Joanne B. Stolte
Director,
RBS Minorities and
JBS/de Women Project

Enclosures

~Jh

cc: T. Casey - .
P. Rosgen . ' ’
E. Newcomb '
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1 Pfe@r. complete this questionnaire befone Leaving foday and neturn it to ‘
the RBS.Mindwittes and Women Project staff. A

1

Rescarch for Better Schools Mino:ritiea and Women Project Semimar

"Needs Assessment: Techniques and Application"
- ) N

POST-SEMINAR QUESTIONNAIRE

v ' )\ i\
/ P \‘-‘\‘ Yes No
' Did this seminar offer you any new information about ’ -
‘the concepts, models, and/or procedureés of needs o
assessment? . ) '
Were you prgvided with the knowledge or skills you ﬂ 1 EJ'

expected concerning needs assessment concepts,
models, and/or procedures? :

Were you comfortable with the morning session group- @ .
ing arrangements based on needs assessment experi- . 7
g4ence and present occupational needs? .

¥ | , ’
Did the seminar provide an adequate rationale for 2 [ﬂ
the need to assess the participation o:f minorities

and women in education R&D management?

Did the state meetings in the afternoon facilitate Eﬂ '

the adaptation on the needs assessment to your 1 .

state? )
<’ .

Were the invited speakers appropriate to the seminar?_ . @

&
=& &

Did the seminar facilitate networking among your tri-
state colleagues? i

Y

Will you be able to use the needs assessmeht™edncepts ,
and methodologies presented in your present position? 1 .

Were the logistical arrangements for the seminar sat-
isfactory (meetingerooms, luncheon arrangements)?

]
[~

- »
v

R-5 : -
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B

e | o
S - Yes No
Would you be willing Eb*help,develoP”suggestiqns/ 1[3 E]
recommendations from an analypis.of the needs assesg—
ment data? = . : : o
Are there other education R&D skills/techniques you B
feel are needed by minorities and women to achieve
,management /leadership positions?
1f yes, please list those skills or techniqueé....
e human development skills e how to beat the "system  that only
e mentoring allows for horizontal moves
e leadership styles ' e managerial skills
e dealing with stress/anxiety - o learning thg "system"
e educational opportunities ' ° developing/dhanne1546f7§bmmuniéation
e opportunities for internships within.the hierachy
e learning the "unwritten rules’ e how to make use of a networking
e learning political structure systenm
' Having participated’ in this seminar, how do you now perceive the usefulness
) of nceds assessment data in planning, making decisions,’or determining
? ) .
- policy? from pre-seminar questionnaire

13 : ~ very useful @

3

] ' 7 useful
.not useful [:]

1 not surel i @

[

14

Other Comments:
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WHAT'S HAPPENING IN EDUCATION?

Monthly Bulletin of The Delaware Department of Public Instruc;ion oA
? Planning, Research.and Evaluation Division | \ » ) j
Bulletin #64 ' November 1980 I

NOTIC E: rroecr nirecrors

Research for Better Schools, Inc., is trying to identify.minority and women project

“'directors in education R & D in the tri-state area of Delaware, New Jersey, and Pennsyl
, (Education R & D as used here includes, but is not confined to research, development,
dissemination, utilization, and evalustion.) If yod are directing a project, please send
your name, address, and the title of your project to: Joanne B. Stolte, Research fo
Better Schools, 444 North Third Street, Philadelphia, PA 19123. This identificatiop is
being conducted as part of a project to increase the participation of minorities a
in education R & D, funded by the National Institute of Education's Minorities a

Program. :
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REFERENCES FOR CAREER DEVELOPMENT WORKSHOP

‘ 0

Bolles, R.N. The three boxes of life and how to get out of them: Ah
introduction to life/work planning. Berkeley, Calif.: Ten Speed
Press, 1978. - .

This book, a practical, how-to-do-it manual on Life/work planfing,
presents a philosophy of Life, exercises fo analyze your own 84
ation, and strategies that will Lead to greaten self-understanding
and mane control of the direction of your Life. Bolles depicts the -
box-Like nature of Life as a Life di.u«i.dgd into three segments, the
§irnat devoted to getting an education, the second to earning a
Living, and the tzud 2o Living in netirement. Duning each segment
of Life (on in each box) one must deal with four majon Lssues:
1} what's happening? 2) survival; 3) meaning on mission, and 4)
effectiveness, Bolles advocates a better balance among Learning,
wonking, and Leisure at every age and stage of Life. He offens
suggestions fon creating this balance and fon dealing with the
mafon issues as they nelate to Learning, work, and Leisune.

Dauw,'D.C. Up your career! (3rd ed.), Prospect Heights, Ill.: o
. Waveland Press, 1980.

This career guide, 4in wonkbook fonmat, {8 designed to aid persons
facing the dilemma of §inding employment on changing jobs. 1t con-
tains carneen exploration and carneer development informgtion and
exencises that can help one girst identify his/her personal char-
acteristics and vo&ZuonaL‘baeguencu and then match them to
occupational choic€s. J. H. Holland's six personality types
(nealistic, investigative, artistic, social, enterprising, and
conventional) are uded in this job-matching procedure. Additional
exencises assist in developing personal attrnibutes and skills that
will increase success -in a careen search; included are suggestions
fon building self-esteem, nisk-taking, decision making, interviewing,
and increasing success. Specific hints are given for women. A '
senies of neadings addresses cwuent {ssues such as job discrimin-
ation, burnout, executive careers, and nesume wiiting, and a biblio-
graphy, identifies additional resources.

| \t\é\w}"»\.
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Greiff, B.S., & Munter, P.K. Tradeoffs: Executive, family and organiza-
tional 1ife. New York: New American Library, 1980.
-~
In onder to succeed, executives must recognize the tradeofgs in thein’
professional and private Lives, and choose carefully among thein
options. The authons of this book analyze these options and offer
practical strategies fon stniking a balance Ain an éxecutive's Life
between personal, family, and onganizational noles. " They considen -
the thadéodfs to be made at various stages of an executive's careed
and suggest ways to handle specific conflicts such as nelocation.
Losding a position, on job pressunre. Guidelines forn executive
success mist include a pgrsonal philosophy that acknowledges the
human facton in corponrate uﬁe, keeps thack og personal priorities,
and maintains contwol of his/her own Life. The special dilemmas of
women, minonity group members, and dual career families are discussed.

Hart, Lois Borland. Moving Up! Women and leadership. Amacom, 1980,

Moving Up!' is dinected at women who are aspirning Lo Leadenship noles
Tn The working wonkd. Leadenship 48 degined as the process of .
influencing one on more people in a positive way 80 that the tasks
detenmined by the goals and objectives of an onganization are accom-

ptished. The Leadership skills that are needed within an ornganization .

are grouped.into seven areas: communications, human nefations,
supenvision, counseling, management science,’ decision making, and
planning. Each group of akills 4s nelated %o the give Levels of
management, §rom supervisor to executive, that are found within an
onganization. The book 48 ‘a practical guide that wll help women
assess -thein Leadership ShiLL needs and develop a plan o meet them,
1t identifies the problems and rewards of Leadenship. 1In addition,
it shows women how to develop a career plan, assess ‘thein nisk-1aking
potential, and identify nesowrces that will help them neach their
careen objectives.

Morgan; M.A. (Ed.). Managing career development. New York: D. Van
Nostrand, 1980. . ‘

This book, a senies of neadings, analyzes and explains many basic
caneen isbues. Each neading is nelated to one of fwo major themes.
The §inst theme is that careens develop and change over time. There
are sevenal predictable stages and transitions 4in any careenr, each

~ with concens that affect igﬁ success. The second theme 48 that .
caneens can be managed. While Lndiviquau cannot completely control

I

]
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carecen outcomes, often they can positively ingluence careern directiond.
Uttimate careen decisions are thé responsibility of individuals;, but
this nesponsibility is shared by supervisons and organizations. 0f
special intenest ane the anticles in the sections Special Career

T1ssues for Women and Minonities and Individual Strategies for Career
"Management. -

Welch, M.S. ' Networkinog. The great new way for women‘té get ahead. New )
' York: Warner Books, 1980. '

Netwonking 4is* descrnibes as a concept, a technique, and a process that
enables women to use personal -conticts for advice and support while
 pwsuing a carcen. Welch concentrates on practical advice ginst by
helping the keaden to analyze cwwient network pattenns, and rext by
- givdng suggestions fon extending networking activities towand’ careen
goals. Stornies of successful networking itlustrate her necommendations ,
She also explains how 2o tap into an exisiing networking group, eithen
a company-f§ocused on city-wide group, or fomum a new one. ‘ -

-
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. . . RBS Minorities and Women Project
- N v i . . . i

l * g Telephone Request Form
. L s .. - %
I - L
" " Person Calling L ) . Date

HAa'dress .y . ’ .

\
! '

Phone Number ‘ .
-

Occupation
Areas of Education R&D interest - ’ (/’Z
T . ‘ . e -
\ *
R : 7 ’
equest ‘ ‘ ' ‘ B .
AJF Project informps;ﬁh ‘ Information re RBS

Additional information (e.g., from newsletter article)

“ A .
\
J I - : - ‘-l\ﬁ
Technical Assistance ) .
-
. _ﬁ N A
, p /
nr'
Source of infbormation re RBS M&W Project
1
Request response (carBop at;achegp
<

Date request answered

U-3
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, CLAUDIA M. AUSTIN
* 6000 Smithfield Street - McKeesport, Pa. 15135
14

New RBS'Project for
Minorities and Women

“Research for Better Schools, Inc.
(RBS), a private, nonprofit education
laboratoty, has been ,%uanded by the Na-
tional Institute of Edudation’s Mineorities
and Women Program to increase the par-
ticipation of minorities and women in
education research and development lead-
ership/management in Pennsylvania, New
Jersey, and Delaware. The expected im-
pact of this project will be to develop a tri-
state network of individuals who are inter-
ested in issues related to minorities and

1

. , ’ P
[ ﬁu[&h Y.
ip/manage-

‘womert in education leadersh

ment positions and to foster the R&D
skills of minorities and women who ‘are
currently working in the field by providing

Aechnical assistance for specific projects

and convening state workshops. For fur-
ther information, contact the Project
Director, Minorities and Women Project,
Research for Better Schools, Inc., 444 N,

‘Third St., Philadelphia, PA 19123. Ph,

215/574-9300.
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. e | Séptember 16, 1980

Ctaudda Austin "~
‘6000 Smithfield Street - . ‘ _ -
McKeesport, Pennsylvania 1513% o : :

Dear Claudia: '

At : ,
- o Thank you for your letter requasting information about the RBS R

Minorities and Women Project. I have enclosed a description of our
project, which should answer some of your questions.

. N ) , . o
In response to your request for more information about women in
education R&D leadershipln_nnagmt. there are several good resources -

that you might want to examine.
o L

o VWomen and Educational Leadership, edited by
Sari K. Biklen and Marilyn B. Brannigan and
published by D. C. Heath and Company, 1980

o Management Training Needs of Minorities and Women:
Publication Series by RBS. (See Enc osure)
. . BN . ,
I'm also enclosing a copy of an article, "Women Fight *0l1d Boys'
for School Administrator Jobs" from the March, 1980 edition of Learning.
The "Resources" listed at the end of the article may be useful to you in Co
examining the issues related to minorities and women in educational leader-

Shipo ’\

P s ; .
T O B e )

If you have any other questions, please feel free to contact me.

-

Sincerely,
v ' . N l ' " l
. N ‘ JRRS
\ . L Tommye W. Casey
. , Research Associate,
o3x L . . Educationdl Equity
o ;;) )‘3
/ T™C/de A
Enclosures

V-4
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SNether Providence <=714tc£d22,<£§E£L5cm[
(Waﬂ’tngfoul éumw.t/imou c?cﬁoo[ Distriat R

200 5. Providence Road” CooE
N ' o (Walnngfoul, .(Pz‘nnsy[vqnla 1'9056 N
] -
TELEPHONE - \

(215) LOwell 8-8000

June 3, 1980

. Tommye W. Casey

2

Dear Ms. Casey:

-

Vs

Research for Better Schools ¢
444 N. Third St.”

Philadelphia, PA 19123 ’

I am writing in response'to.yOUr search for women interested in
research and development in education which appeared in PennAylvan1a
Education, May 19. ]

For the past several years, I have been interested in developing
and marketing educatiopal materials in the areas of social studies,
history, careers, English, and gifted education, I have written for Social
Education in the area of new approaches to teaching the geography of
cities, and have recently developed and field tested a kit on the Middle
Ages which begins with the barbarian invasions of Rome and ends with the
rebuilding of cities. The unique topics and short primary source readings
(including music, law, drama, the Eagle;-Rome and the U.S., Medieval
students, and medicine), games, and numerous' and var1ed activities have
made it a success with average and gifted students. )
(‘
*I am present]y working in several other areas including history and the
opera, space colonization, and creative anthropology; the last is being
developed with one of my gifted seventh grade students.

I will be on leave next year, and hope to devote my energies to
developing materials. If you could give me some ideas on how to go about
marketing these materials, I would be very appreciative. A

Thank you.

Sincerely,
, ,
. //‘ 4

(::27’/4542@ A (f/ ”Wf:;

Loretta M. Comfort

- Address after 6/13/80
V=5 321 Fulton St.
- ‘ Philadelphia, PA 19147
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August 7, 1980

~at

I

. Loretta M., Comfort ‘ " . , ' \

321 Fulton Street
Philadelphia, PA 19147

Dear Loretta: N
Thanks so much for sharing with me your experiences in program
development. One of the objsctives of the RBS Minorities and Women
Proejct is to provide technical assistance to minorities and women
working in educational R&D, In response to your request for ideas
on how to market your materials, I would suggest that you contact
several small or intermediate size publishers in the tri-state area
with information about your msterials. This information should include
a general description of your product, its general appeal, how it 1is T
formatted and data on its effectiveness. In order to identify small
or intermediate size publighers in our area, you should either purchase
or borrow from the public library the most recent edition of Literary
Market Place published by R. R. Bowker Company. I hope that these
suggestions will assist you in marketing your materials. '

'S

I have also enclosed a deaét%ption of our project, If you hava
any further requests for assistance, please don't hesitate to contact
me, . ) -

At}

Sincerely,

L Tommye W. Casey
! Research Associate,
P Educational Equity

!

TWC/de
enclosure

V-6




APPENDIX W ' ‘

.Exémples of On-going Technical Assistance Correspondence




v : I R )
’ ,\()(’\Hy“\e_ HQ,_,‘

k'e‘aomcé Kooy Tecchier-

. ; ,' ' | . | I \,“H(-.‘ |/(.l “'-\'\(‘\‘“\h
L k02 hols

T.‘”,\’h(,te . CCKSQLl ' .

K oS .

gy 0 Thoa &t

yhdacelphua, H 1912°3

'\”Clv | M. CCA‘SGL’ ' )

| A ~ |
for

(i V'(./SELLCH ';;r(_‘,)ecf

werddd hke  S6ne
The Sftecls

I o i t)ro;)t:hs.x.\.«:3
yacuwwde teecltes andd
or Auechon . M‘L‘_ g.)rC",C‘SCL( 'S

ox‘ Nevxses oNg ¢ lasgr oo (93“(0"”"0NC adfor

ch«,\w’{(\wd /125’* T b '\3 | =

CL&)(JVLCtakS. Ay hely
Jhave ")é’&'_h—

CLM\

?»uj L)

-%‘u(‘cyshm 1S

! MM\(«\ CEVQQJ«LL\
"H\‘S C\.VGCL_ I:
hn L‘ecufs

-o. ;LL&L—O n -

could sup a1
%P ‘ Lu.‘u(c(

G mejecjr
H’ ( Ohe

L
ey gsted W

V\Ow “LL R) S &

Qs tedy 3\

. ’ (\544\—1 ok

W-3 170




M :/ ' } »
* b JU»I’\G (). 1930 "

Joanne Frey v

Resource Room Teacher -
157 Vallev Park South

Beth «» PA 18018

Dear Joanne:

The topic you have chosen "Effects of Menses on Classroonm
Performance and/or Standardized Test Taking“ is one that concerns
RANY women. . . '

Encloned is information which might point vou in the ripght
‘direction. Good luck with vour topic.

Sincerely,

»’g\

Pancla C, Rosen
Research Asgociate
Educntlpnul Eauity
PCR/8in | Do

Fnclosures:

-
-
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f.SBARCH FOR BETTER SCHOOLS, INCORPORATED SUITE 1700/1700 MARKET ST., PHILADELPIIIA, PA. 19103/ 215 561-411%
June 19, 1930 N

Joanne Frey
Resource Roon Teacher
153 Valley Park South
~ Bethlehem, Pennsylvania 18018

Dear Joanne:

I hope that the information I sent to you June 6 was
helpful, Just today I saw a description of two publications
which should provide you with additional information for your
topic "Effects on Menses on Classroom Pérformance and/or
Standardized Test Taking™. Good luck!

-

Sincerely,

]
’ ?

PCR/de Pam Rosen L'
Research Associate,
Educational Equity -




August 11, 1980

Joanne Frey'

Resource Room Teacher

153 Valley Park South - e
Bethleliem, PA 18018

Dear Joanne: ' .

I hope that the information sent on June 19, 1980 was helpful

in researching your topic. TIam Rosen came across two instruments '
that might be useful to you in collecting data. These instruments )
were taken from Women and Women's Issues: llandbook of Tests and

Measures by Carole A. Beere; San Francisco, CA: Josscy-Dass, Inc.,

1979, They are enclosed along with a 1list of references from

Feminine Personalitv and Conflict, edited by E. L. Valker.

Let us know how your research is progreasing. - -
' Sincerily,
‘ Tommye W, Casev
Reseatch Associate,
¥ . : Educational Equity
T™WC/de - . ‘

Enclosuﬂfa




