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A CHILLY CAMPUS CLIMATE FOR WOMEN? -

- Roberta M. Hall and Bernice R. Sandler* ’

* Hall is Associate Director for Programs and Sandier is Executive Director of the Froject on the Status and Education of

Women of the Association of American Colieges.
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The postsecondary community has bacome mcreasingly
concerned about such issues as the continuing low enroli-
ment of women in “traditionafly masculine” fields* the
fact that women undergraduates feel less confident about
their preparation for graduate school than men,* and the
surprising decline in academic and career aspirations ex-
periensed by many women students during their college
years.® These concerns take on a nevs significance given
current and projected enroliment patterns: women
students are the “new majority”” of undergraduates. The
education of women is literally central to the postsecon-
dary enterprise.

—— I

Despite women’s gains in access to higher educa- ’

tion—especially since the passage of Title fX* —women
undergraguate and graduate students frequently do not

" enjoy full equality of educational apportunity on campus.

Students attest, and research gonfirms, that women
students are often treated differently than men at all
educational levels, including college, graduate and profes-
sional school, even when they attend the same institu-
tions, share the same classrooms, wark with the same ad-
visers, live in the same residence halls and use the same
student services. _ { '

Many factors, including famiiial and Social expecta-
tions, may contribute to the preservation of these dif-
ferences. However, the institutional “atmosphere,” *‘en-
vironment" or “‘climate’ ‘also plays a crucial role in foster-
ing or impeding women students’ full personal, academic
and professional development. As members of ons institu-
tional commission on campus fife explain, aithough their
college ""houses a diverse group of people ... {tjhat does
not make it diverse . . Many women and minority students
think that both attitudinat and institutional iaciors
relegate them to secornd-class status.” From their stand-
point, “this is . .. a fragménted community, dom.,ated by
a core group whose particular values are supported by the
larger community and by the College itself.”’ Traditionally
geared to the intellectual and personal development of
men from upper and middle ciass backgrounds, many col-
teges and universities may perpetuate an environment in
which differences and divisions are inadvertently inten-
sified rather than reduced.

in an earlier paper, The Classroom Climate: A Chilly One

" tor Women? the Project on the Status and Education of

women examined the atmosphere inside the classroom,
and identitied many behaviors by which faculty of both
sexes— often inadvertently—treat women differently from
men students in ways that may lead women 10 lose Con-
fidence, lower their academic goals, and limit ineir career
choices. Thege differences notwithstanding, the class-
room may be somewhat more egalitarian, than other col-
lege settings: In the classroom, there is an jmmediate task
at hand: there are usually at least overt criteria for treating
students fairty and similarly, the “‘rules” of interaction are
more formatized and explicit than in less organized set-
tings. Outside the classroom, however, th8re ig often more
leeway for differential freatment by faculty, peers and
others: more segregation by race and by sex; more invok-
g of gender as a mark of difference and deficiency; more
overt exclusion and sometimes even hostility. Indeed,

A4

though facuity, statf and sTudents of both sexes want to be
fair, and believe that they are, sex-based expectations,
roles and “‘rules’ often determine how students are actual-
ly treated. . .

Supportive out-of-class relationships with faculty and
administrators can piay a crucia! role in increasing
students’ self-esteem and self-confidence—especially for
women students® ‘indeed, a recent national study
underscores the importance of extracurricular activities
for women, and emphasizes that_faculty members who
take time to socialize with their women Students rhay help
them tc overcome doubts about their own intellectual com-
petence and thus develop greater self-esteem.” Unfor-

tunately, however, many studies also show that women

students generally get less attention from facuity and
others outside the classroom, and less informa! feedback
than do men.'" This problem is exacerbated by the sfnall’
number of women in senior facuity positions and ad-.
ministrative posts. '

Additionally, interaction with male class-

_ mates—whethgy in labs, work groups, residence halls, for-

mal extracurricular activities or purely social settings—af-
fects women students. The quality of these interchanges
can signal acceptance of women as-true peers and poten-
tial partners in the wider professional worid beyond the'in-
stitution—or communicate that women aré viewed not as
intellectual egquals, but primarily as dates and campus
decorations. Teo often, whether by omission or commis-
sion, colleges and universities inadvertent{y support an en-
viroiment that encourages maie students to respond to
women in disheartening ways. The very campus environ-
ment that should be suppdrtive for all students sometimes
has the opposite effect on half the campus population.

This paper does not focus on policies and programs, but
ragther on many commaon campus experiences’ how womén
are frequently treated in their relationships with facdity,
administrators, staff and maie peers in a variety of campus
situations and setftings outside the classroom. It
highlights problems In the following areas: admissions
and financial aid; academic advising and Career counsel-
ing; projects with other students and with facutty; tab and
field work; work study and campus employmess; intern-
ships; heaith care, campus safety, residential, social and
cultural life; athletics; and student government and leader-
ship. Climate problems frequently experienced by women
from special groups are also discussed.

. Information for this paper has been compiled from
several kinds of sources, including empirical studies of
postsecondary students; reports and surveys by individua!
researchers, campus group®, and postsecondary institu-
tibns; and inflividual responses to a "'Call for lnformatiqd“’
issued in conjunction with this project. (The examplés
quoted or described are actual incidents that have occur-
red on campuses within the last few years) Since inter-
changes that occur in the college context are in some
respects simitar to the everyday interactions that occur
between and among men and women in the larger society,
information from the growing body of generai research on
men's and women's verbal and nonverbal behavior has

§

* Titie 1X of the Education Amendments of 1372 prohibits sex discrimination in federally assisted education programs and ac-

tivities (In some instances, single-sex prograins to remedy the effects
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_also been reviewed for possible implicationt for campus
climate.
Tmspapudrawsmwonmenﬂmmpon The
Classroom Climate: A Chilly One for Women? because
much of the background and many of the general types of
behaviors identified there -are also important for
understanding the natuse and impact of differential treat-
ment in the wider campus setting. Like that report, this
Paper offers numerous specific recommendafions for
evaluation and change; additionally, it inciudes an institu-
tional seif-evaluation chegckiist.

EVALUATION DEVALNTION AND THE
OuT -OF-CLASS OLIHATE

“The old saw that “‘a woman must be twice as good to get
haif as far as a man’’ still contains a core of truth: in our
society men are, in many ways, valued more than women,
and men's work and words are assumed to be important,
women's less SO.

The general tendency to devalue women and their work

" I8 illustrated by a series of similar studies in which two

groups of peopie were askdd to evaluate particular items,
such as articles, paintings, or resumes. The names attach-
ed to the items were clearly either male or female, but
reversed for each group of evaluators—that is, what one
group believed was written or painted by a man, the other
believed was written or painted by a wpoman. Regardiess of
the items, when they were ascribed to a man they were
rated higher than when they were ascribed to a womar. In
many of these studies, women evaluators were as likely as
men to downgrade those items ascribed to women."
indeed, our culture perceives and evaiuates people
. largely on the basis of sex. Women are often seen.not only
as different ‘but also as doﬂcbm. As numerous studies

© show, we tend to; -

@ attribute more imponance to work done by men than
identical work done by womaen, rate it more highly,
and pay more for it; ‘

@ accept male behavior as the norm; Y

® expect and perpetuate “dominant” communication
styles from men, but "submlssive" ones from women,
and

® view men as Individuals who ar8 active achievers with
academic and caresr success as a primary aim, but
women as members-of a subordinate group who are
identified Primarily as wlves girifriends, mothers and
daughters.'?

7 The campus community is by no means immune from

these limiting preconceptions—or from the wide range of

- everyday behaviors by which they are rnlnforced and ex-

pressed. !

* Uniess otherwise noted, asterisked quotesﬁf;om women students are drawn from a variety of institdutional reports and -

. For example, faculty dnd staff oftenwiew traditionally
male pattems of coliege attendance and professional
development as the va'ued—if not the only—norm. Thus,
women who interrupt their academic careers to marry and
have children or who enmoil on a part-time basis may be

. perceived and treated as if they are less serious and com-

mitted than men who attend full-time. Moreover, the in-
creasing number of women do foilow the same pat-
terns as man-may still find that thelr competence, commit-
ment and nualifications are systematically dqubted
because of oreconceptions about their abilities and ap-
propriate rolds. The all-too-frequent result is that too many
women are subtly or overtly advised. t0 lower their
academic sights (' not stop with an MA? A pretty girl
like you will certainly get married!”) and to limit their
chreey goals to a small number of “less demanding,” {Jexi-

‘ble traditionally female fields.

Moreover, in part becayse of this devaluatlon and in part
because people often fee! most comfortable with those
most- ltke themselves, senior faculty and ad-
ministrators—who are predominantly male—may spend
‘less time with women, ‘offer them less encouragement
than men, and may even gvoid women in purely informal
settings such as rap sessions and socia! functions. In-

‘deed, insufficient informal guidance is a significant factor

in some women undergraduate’'s lack of realistic career
pianning, avoidance of ngntraditional fields and lack of
confidence about their potential academic and career suc-
cess. It Ras also been cited as especially damaging for
women graduate students, whq are at g crucial trans!tion
point for developing a professional identity.'s

Women are Qften perceived and treated diffegently not

only by faculty and professional staff, but aiso by their '

‘peers. For example, women students often compiain of be-
ina ralegated to the status of note-takers rather than par-

t .«. “ts when bn assigned lab teams; being exciuded

£ purely informal work groups; and frequentiy being
viewed primarily ag potential dates—or. objects of sexist
humor—rather than as cd-learmneérs. Faculty and staff may
unknowlnglrencourage these kinds of behaviors.

Additionally, some women's responses to a variety of
Gampus - situations, including the expectabie stress of
academic life, are often viewed by maie peers and others
as a sign of deficiency, while men’s responses are $86n as
“normat.” For example, a8 woman student who “breaks
down and cries’” because of academic pressures is likely
to ba seen as "unstable’”; however, a male student who, for
the same reason, “goes out and gets drunk” Is simply

‘blowing off steam.” The man is weicomed back as “‘one

of the guys,” the woman—avoided—or advised to “get out
of the kitchen if she can't take the heat.”

While this kind of interaction does not happen ail the
time or in every institution, it occurs often enough to con-
stitute a pattern. Aithough the climate may vary from in-
stitution to Instjtution, the hidden or not-so-hidden
message women too often receive from facuity, staff and -

surveys, including the foliowing: “Sexism on Campus: Fact or Fictiog? A Survdy of Negative Incidents Experienced by Women
Students at Michigan State Universiy,” The Women's Advisory Committee to the Vice Pres}dent for Student Affairs and Ser-
vices, 1981; “Barriers to Equality in Academia: Women in Computer Science at MIT,” MIT Computer Science Female Graduate
Students and Research Staff, February, 1983; and WOM Students’ Coalition, *The Quality of Women's Educat. n ot Harvard

Unfvarsity," June 1980.

I
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feliow students is that they are not of the same level as
their male peers, and are “outsiders” on campus. Because
these messages seem so “‘normal,” they may be aimost in-
visible to those who send and those who receive them;

* however, women's ambitions and self-confidence may suf-

v

fer. Indeed, if, a8 much research indicates, women Inter-
nalize this devaluation,” they are likely to be especiaily
prone to doubt their own competance and ability, and to
experience intensified conflict between academic and
career aspirations on the one hand, and traditional femals
roles on the other.

Consequently, women students may particularly benefit
from a campus climate that specifically acknowledges
them as individuals and fecognizes their abilities, con-
tributions and accémplishments. However, what they too
often find both within and outside the classroom is a
climate that overtly and subtly reinforces society’'s tradi
tionally limited views of women throuljh a wide variety of
ditferential behaviors. .

2 « ,
Everyday Inequities - \

In The Campus Environm‘ut"'

Small behaviors that often occur in the course of every-
day interchanges—such as those in which individuais are
either singled out, or ignored and discounted because of
_sex, race or age—.have been caligd “micro-inequities.”
" Each instance—such as a disparaging comment or an
oversight which affetts only members of a given
group—may in and of itseif seem trivial, and may even go
unnoticed. However, when taken togéther throughout the
experience of an individual, these smali differences in
treatment can create an environment which “maintainis}

unequal opportunity, because they are the air we
breathe . . . and because we cannot chrange the personal
characteristiq. .. that leads to the inequity.”"’

Such. “everyday inequities” can intrude into the

posisecondary setting, and can “foul the procesis] of -
education.”'® A recent analysis which exarpined types of
incidents women in postsecondary education consider
discriminatory, {gund that contrary to the expectation that
most reported }r%?snts “would involve direct and ove
discrimination ~-¥n equal or greater number conce(ﬂé:-
subtle forms of discrimination, which the women involved
found as trying.and inequitabie in their own way as more
outrageous ar overt discrimination.”*? In fact, subtle and/or
inadvertent incidents can sometimes do the most damage
because they often oecur ‘without the full awareness of
those involved. -

A variety of verbal and nonverbal behavlors, both overt
and subtle, can ccmmunicate to women that they are not
on a par with men; are not to be taken seriously; are viewed
not as individuals but rather as members of a second-class
group; do not need and will not use a college education of
advanced degree. Many of these behawiors wiil be discuss-
ed more specifically in relation to different collage set- »
fings. The generai behaviors themselves are discussed in
greater detall in the earlier report, The Clagsroom Climate,
which inchudes a detailed list of references.

General Behaviors That Single Out Women

Typically, the more overt behaviors single out women

‘becaus‘e of their sex. B‘rggzre cbeaslorkqtﬁlmﬁl.gen

’
t

tional—aithough those who engage in them may be
unaware of their potential to yo real harm. Theéy include
behaviors such as the following:

o disparaging women In general, women's intefiectual
. abilities or women's professional potential;
® focusing aftention on. women's appesrgnce of
" women's personal or family life as opposed to their
performancs;
@ using sexist humor;
o ngplngsmdenbbysoxlna\vaymlehlnmlmmat
women are not as competent or do not have status
equal to men (as in campus employmaent, lab or tieid
work),
® counseling women to lower their acadomlc and
. career goals;
@ engaging in verbal or physical sexual Mmssment":
‘and,
® making disparaglng comments , abdut lesbians, or us- .
ing lesbianism as_a labe} by which to accuse of

Ll

.Geperal Behaviors .

THat Overlook Women

Subtie behaviors are both more prevalent and more
problematic than those of an oyertly discriminatory nature.
They are oiten Imdvonem, sometimes even wel-
intentioned, and often seem so “normal” in the course of
everyday interaction between men and women as to be vir-
tually invisible. Their very invisibility, however, adds tc the
problem. Without knowing precisely why, women who en-
counter subtle differential treatment of the following kinds
often feei overfooked, ignored and disceuated —relegated
%o the status of observers rather than fuli pamcipants

@ giving women less time and attention than men in

both structured and informal out-of-class settings,
such as advising, work groups, rap sessions and’
social events;

@ paying less serious and lcthvo sttention to women
than to men; as indicated by behaviors such as: ~°
« frequently intermupting w.men; '

- o giving minimal responses to, or ignoring entirely,.

women's questions and comments, but responding

to and developing those of men; .

« seeking opinions, comments and suggestions from
men more often than from women;

« crediting comments .and ideas to men, but not to

women (e.g., “‘As Bill said ... "),

ng a posture of inattentiveness (e.g., lack of
eye contact, shuffling papers, etc.) when taiking
with women, but the opposite (making eye contact,
leaning forward) when taiking with mén;

@ responding with surprise snd doubt when

women—but not men—express demanding career
goals;
o treating women in an overprotective or patronizing
manner which implies that are not competsnt
io cope on thelr own. Ag one woman explains, “It
seems like all | have to do is ask one simple question
and the people | work with try to take over my entire
research problem and solve it for me. hthink they're’
trying to be helpfyl, but it doesn’t help me if I'm never
atiowed the chance to do my own project””,

6 ,
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“hormy,” “sweatie,” etc, or referfing to them as
“gifts.” Such language from facuity and staff often

makes women uncomfortable, since it focuses on

sexual role rather than academic competence, and
aiso equates them with children who are not taken
quite seriously;

" @ using the generi . “he,” masculine examples, and

other forms of language- exclude women; and
@ basing evaluationofa s on the “masculine” or
“fominine” style of the s communication pat-

terns (see the following distussion).

Men's And Women's Communication
Patterns: Mixed Signais® Tl

Differences between men's and women’'s communica-
tion styles may also contribute to a chilly climate. Styles of
speaking and behavior as8pciated more often with men
(and more highly valued), especially in the postsecondary
semng. include elements such as:

assertive speech; -
mpersonal and abstract styles, with limited self-
disclosure;

@ competitive, “devil’s advocate” interchanges;

® interruption of other speakers, especially women;

@ control of the topic of conversation;

@ physical gestures that express comfortableness,
dominance and controf—such as gesticulating to em-.
phasize comments, moving in and taking over
“shared” equfpment; touching.

Women, on the other hand, more often exhibit “sub-
Mmissive styles associated with low status, incliuding
“overly polite” and "hesitant” behaviors such as:

@ joss assertive speech characterized by features ‘like
faise starts (! think .. .| was wondering ... "); high
pitch; tag questions (“We should go back to the dorm
first, don't you think?), a questioning intonation in
makin~ a statement, and excessive use of quslifiers’
(1 think that maybe sometimes ... "),

® more personal styles’ with s good deal of self
disclosure;

® “inappropriate” smiling (smiling when making a
statement or asking a question), and '

@ averting their eyes, especially when dealing with men
and with those in positions of authority, or making
direct eye-contact for ionger periods than men do.

Additionally, women are more apt to do the "interacti
work' in conversation—to encourage other speakers and
to keep the conversation®going, even when this makes it

more difficult for their own points to be heard and.their

own views acknowledged.

-

Q
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As m’other instances, these and similar communication

styles that are dlqerem from the usual male behaviors
tend to be misinterpreted and/or devalued, often by wemen
as well as by men. They may lead others on campus to
perceive women students as uncertain, less competent,
less committed, and perhaps flirtatious. {indeed, simple
friendliness on the part of women may be misinterpreted
as a sexual overture.) v

Some argue that women studénts would do best to

-adopt a “masculine” style in order to 'be taken seriously”

and to avoid being perceived as “coming on” to men.
Qthers point ouf that women who do so are apt to be view-
ed as “aggressive” or "bitchy" rather than acsertive, simp-
ly because their ways of talking and acting do not conform
to “feminine” expectations. Indeed, women students often

tind themselves in-a ‘doubig-bind’": viewed as frivolous if -

they dress, talk or act “like a woman,”. but rejected as

. “hosti!e," a "libber” or a “manhater” if they don't.

, The Effects Of A Chilly

- L] *
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When women are treated diffefently, they may- be
discouraged from seeking help with academic concerns,
making the best use of student services, and participating
fully in campus life. They may miss out on guidance and
opportunities which are ostensibly -available to all
3tudents-—but may in fact be much more available to and
supportive of men. A chilly out-of-class climate may:
- ® make women’s meetings with advisers, career
counselors and others less helpful than the same
sessions for men®” and somctimes even counter-
productive; :
€ diminjsh tha opportunity to gain “hands-on,” work
group and leadership experiences, all shown to be
. ospecially important for women;™ and

® provoke feelings of heiplessness and siienation,
especiaily when there are no channels for discussion
snd no appropriate actions or remedies avallable.

These effects may be further exacerbated by the tenden-
cy of some women to undervalue their own needs. Men
students often view consuitations wit> academic advisers
and staff as services.to which they are entitied; however,
women may feel they are “imposing” on faculty & staff
and “taking up too much of their time.” indeed, men may
begin consulitations with little forethought, while women
often feel they must be certain of their direction and have
specific questions in ortier to merit attention. The same at-

~ titudes may carry over into extra-curricular activities: men
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may morg confidently participate and take charge
regardiess of their qualifications, while women may
hesitate unless they are convinced they can make a
substantjal contribution.

‘

. SUPPORT SERVIéES: EMPLOYMENT AND

COURSE-RELATED EXPERIENCES

Institutions clearly want to provide support services and
out-of-class experiences fairly. However, the attitudes and
behaviors of faculty, student services staff, other campus
employees and student peers frequently determine how
well—or how pooyly—women students are served.

Moreover, the way faculty and staff treat tfeir own col-
leagues who are women, minority group members, or
members of other special populations has a significant im-
pact on the messages all students receive about their
relative worth, competence and potential. ' v

The following discussion focuses on several academic
and support services of particular impo.tance to women,
as well as less formal arrangements closely tied to course
requirements —such as lab and field work and joint pro-
jects with faculty and other students. The geneial at-
titudes and behaviors already identified as discouraging to
women emerge in these settings in a variety of ways.

Admissions And Financial Ald

The way women are treated in the admissibns and finan-
cial aid process sets the tone for their participation both
within and beyond the institution. Yet, at both the
undergraduate and graduate levels, students too often en-
counter personnel who may unwittingly communicate
limited or outmoded preconceptions about women—ana
men—students. Admissions staff, for example, may in-
advertently lead women to doubt their goals and question.

their potential; financial aid officers may see women's .

need for aid as less important than men’'s. The iatter pro-
blem is particularly unfortunate, not only because of its
economic implications,® but also because receipt of aid
has been shown to be closely connected with women
students’ intellectual self-esteem and academic per-
sistence.’

Women may be treated differently than men by admis-
sions staff and financial aid ofticers in numerous ways,
such as the following:

® questioning women, but not men, about their
seriousness or purpose ('"Why would you want to ma-
jor in physics?"), ' .

@ ssking women, but ot men, questions related to
their actual or potential marital or parental status
(“How will yoy handie your family if you'rs a
doctor?"y, ,

o troating . women who are married, have children
and/or will attend part-time as having less potential
than other applicants or as e ‘cumbrances on the in-
stitution because they may need support services,
such as re-entry counseling; ,

@ inappropriately focusing on appearance in evaluating
women but not men. One admissions of!tcer, for ex-

ample, reportedly wrote to & prospective student: “I'm
s0 happy t0 admit you. You're one of the lovellest ad-
ditions our campus has had in recent years.,"®

o assuming that men have greater need of educational
credentials and therefore of ald;

e favoring maried men over married women on the
presumption that a woman needs less heip because
her husband will support her;

AR e
e

ooMagmanommhded&Memmm-'

feront amounts of aid because of sex-bassd assump-
tions that men.shoulder more of the family coets;

. 08 thé issue of marital, family and financilal
arrangements with littie sensitivity to lesbian and gay
students; )

@ denying or limiting aid to part-time students (many of
whom are women who may also have job and family
responsibilities); : .

© less often encouraging or nominating women to app-

ly tor prestigious national scholarshipe, fellowships,

awards and Pand o
@ falling to that students of both sexes are ade-
quately heiped to estimate their levetof need and ap-
prised of the importance of a strong application.
(Women, ‘generally socialized to be modest about
their achlevements and abilities, may be much less
, comfortable than nien in describing their strengths
*  on admissions and financial aid applications)) °

‘Academic Advising And
Career Counseling”

Dies i1 carear and iesting maleriels of 10 e mons:
fomale staff, it Is QUG a different muliee 40 W - -

patant 1 et turmbled 10 the ofe. . .
| chelr. The thme scheduled for my apgoint rest wes -

over. Hall had besn wasted.™

- A

Studies show counselors’ attitudes toward women “may
not. differ substantially from the generai powlgﬂm{'s]"
limited views and indicate jhat while female counselors

are becoming more, accepting of choices that dapart from

conventional views of women and work, ‘‘a corresponding
change in the attitudes of male counselors has not.been
found.”” {ronically, these misperceptioqs persist even
though moet women will now work™most of their aduit
lives, And there is an increasing convergence of women's
and men's educationa! patterns and career goals.*

Counselars and academic advisers alike may overtly or

* This paper does not cover psychological counseting services. Qeaders may wish to contact task forces on women at the in-
ternational Association of Counseling Services, 5999 Stevenson Ave., Alexandria, VA 22304 and the Association of niversity

Counseling Center Directors, Counseling Center, AJniversity

<

of Wisconsin, Stevens Point, Wi 54481,
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subtly descouraga many MQn by
® coudsoling s In accord with stereotypical
ideas of " and “female” majors and careers, for
exampie, by guiding women but not men toward lower
Sefminal degrees, easier subspecialties, and fields

.~ that are seen as “appropriate’” for women. ("Pedi-

-

atrics is a terrific fieid for women."”) Whether, done
overtly or subtly, this communicates'to women that
they are not expected to compete and succeed at the
same level as men;

responding differently to studentc’ short and long
torm goals primarily on the basis of the studsnts’ sex,
for example, by routinely sncouraging men to prepare
for graduate or professional schoo! but not doing so
for women, or by negatively approaching women's
need for longterm planning (“Well, you'll quif work
when’you marry.”);

viewing murmriage and family as noolttn for women,
but as an advantage —a stabilizing factor and symbol
of maturity—for men. How a career affects men's

and women need to be made aware of options for
balancing career and family responsit\jities;
subtly indicating that women advisees not taken

- as serlousiy as men by behaviors such as;

* sponding less time with women than with men or
, 8llowing interruption of women's appointments for
non-gssentis! matters;

* remembering the nnames
* ramembering the work

previously discussed by male
visees;

¢ taking notes about what a male smdom says but
being inattentive (such as shuffling papers) when
talking to women;

s tuming a discussion of a woman's work into a
*discussion of her appearance;

® providing realistic fesedback—negsative as weil as

men but not of women;
and career plans
but not female ad-

positive—to, men, but not o women. Many advisers /
and counselors—especially men—may find it dif./

ficult to criticize women's work directly; consequent-
.-ly. women may less often be told what they must tjo
to " tmprove their performance, or to meet /e
quirements for advanced work;

@ acting in ways that\gre patronizing to swomen, for ex-
ample by presuming that women know nothing about
a particular major or fieid, and launching into a
“beginner's discussion’” without first determtng what
the woman does know and what she needS/to find
out;

o pnsumlngthatmwhoamamctandu‘mmm
manper are more kncwiedgeable, sol and
goal-oriented than women. whose mannés may he
more polite or less ulfooonﬂdom;

@ discussing one’s own work with men tnotwlth
women. Such discussions help students get a sense
of themseives as future professionals;

@ getting.to know men sdvisees informgily, but eonﬂn-
ing converaations with women to

® suggesting that men broaden thelr

give them greater Tiexibility in the job ntarket, but
neglecting to do so for women; a '
@ creating an office environment that is uncomfortable

*

family relationships is rarely considered. Both men

/

/
/
/
;

. for or demeaning to wbmen. For example, some

- women students haye been unnerved by Playdoy

centerfolds and other “decora‘lions" in advisors’ oi
fices."

Projects With Other Students
And With Faculty

Wh#n students work together it can signal acceptance
by peers and 'also Qive participants an academic
“edge”—as in the case of studygroups in which each stu-
d reseasches and shares Information about a portion of
a?:wmplex assignment. When undergraduates werk in-
dividually with professors—as in independent study pro-
jgcts—it can help students fee! specifically recognized,
stretch them inteliectuaily, and increase their commit-
ment. And when graduate students work closely with
/ facuity mMlembers and advisers, their coliaboration can not

/ only fdster substantive mastery, but also help the junior

person in the transition from student to colleague by
facilitating socialization into the protession and learning
its “unwritten rules.” ‘
However, women often miss out on many of these
benefits. Students often choose those they work and talk
with in purely Informal ways, largely based on familiarity,
sameness, and social valuation. Professors, too, may find
the quality of their relationships with students largely
determined by this kind of “compatibility.” While some
few faculty and students stili openly disdain working with
womens (“What am | going to do? This Is an important
course and my teaching assistant is a girl!"*), othprs ig-
nore women in more subtie ways or treat them as less-
than-equal partners,
Whether overt or subtle, behaviors of the folliowing kinds
can be quite discouraging for women: .
© Male studgnts may often exclude women from infor-
mal study groups and teams on both the,
undergraduate and graduate especiaily in non-’
traditiona! fields and in professional schools. .

® Women: may be less likely t0 be treated as leaders
and more apt fo be given lees demanding roles, such
nnmhgupmumflﬂmnunbolmnkodtodo'
‘original research or offer substantive critiques.

® Faculty may be less willing to work with women than
with ‘men on independent study projects because
they see women as having iess potential, and/or are
ugcomfortable working with women.

® Faculty may be more likely 10 chooss men than

BEST COPY AVAILABLE ~
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students to share research, publishing, and con-
ference presentations, or 10 meet outside experts in
mcmum”nmmmmymmnal
activities.

® Faculty may discourage women from working on
topics or issues Involving or affecting women, and
downgritde or Himit the value of this research, thus
communicating that issues déaling with women are.

. loss imponan't than other issues.

Lab And Fleld Work_

Ideally, 1ab and tield work build skilis that complement
what the student learns from reading and discussion, and
give the student “hands-on” experiance. Toq often,
however, women's actual experiences in these greas serve-
to undermine, rather thanenhance, the very compefencies
they are designed to foster. Womun are all-too-frequently
discouraged by behaviors such as the following: -
® Faculty may actively dlscourage women from par-

~ticipating in fleld work bnwu they m “400 much

trouble” to “take along.”

@ Male peers—and facuity-—may hancuy dopnngo
women's dblilitles. One lone woman student, for ex-
ample, r s that when an experiment falled, her
jab team, as a “joke,”'™ wrote her name on the jab
report’'s ‘Teason for error’’ line,

om-mmmmutmmnmty'
grouping women together go they don't slow. down
the men,” or pairing women with men “so the men
can show them what to do.” in either case, justifica-
tions of this kind give women the message that they
are not expected to be as adept as their male
classmates. Faculty wanting to help inexperienced
students (femaie and male) can devise a methpd to
assass just who needs help,-and then group students
accordingly.

® Faculty or research assistants may dismiss women's
questions, but take the timé/to answer men’s.

® Male peers may deny wpmen sccess to idb equip-

<

ment. One woman student, for exaniple, r that
as tHe only woman member of an otherwise -male.
lab team, she was "naver allowed to touch anything .
and only got to take notes”;® another that a rRalg sfu-

. dent would physically push her away from the
machine her tearh was sharing, but never did so to
male students.*

@ Women may be subjected to overt sexist and general

harassment behavior by facuity and feliow students.

‘o Lab and field projects are often the setting for sex-

ual ha sometimes by the research or

teaching assistgnt in charge. in some Instances,

*  women have suffitiently intimidated to avoid

labs-in the evenings unless accompanied by other
women students.

s Women In computer science have complained

about obscene messages sent to them through the

system. One complaint invoived a graphic of a na-

ked woman used to démonstrate the computer's
graphics capacity.*
-wmmymmmmmum»
fompt 10 dlarupt thelr work, as in the case of a
womsn whose lab oqtllpmom was repetitively
decalibrated.”

® Women mgy be treated llh “dates” rather than ool
loqvu.aswhen a woman, m@eh to her surprise,
heamnmfdemdbedasthe“temtovy"ofberma!q
ﬂeld-mkpanmr, and

& Women may be less fikely then men to have the op-
portunity t0'pursue thelr own research, and more Hke-
ly to work on the professor's project.

Work-Study And Campus Employment

L 4

/ '

Women students who hold campus jobs are frequently

treated differantly from men by facuity, other supervisors;
and co-workers.™ Indeed, some facuity publicly” contend
that the workpiace is “full of discrimination, and women
might as well get used to it."” Thus, they help perpetuate a
workpiace defined by bias: when those in positions of
authority on campus treat women in unfair and demeaning
ways, they teach both men and women students that it is
table to do 80. Women s{udents report problams like

the Tollowing: R
@ Supervisass may not consider women for jobs In
traditionally male categories, such as thaf of
groundskeepet{ or may discourage women from ap-
plying for any position if they themselves are uncom-
fortsble working with women. Womeh may thus be
excluded from many jobs Including thosa that coin-

" cide with their academic interests and abilitigs.#

_® Staff may steer women toward traditionally female
positions, such as secretary, thereby reinforcing the
idea that sex, not ability, determines appropriate job

placement.

® Supervisors may give women {(ower level
assignments than workers of equal upuium
and abiiity.

® Staff, mmmabmmymtm
differently from men even when both hold positions
that are osteneibly the same, as when a woman
graduate assistant is treated not as a colleague but
as “just another secretary.”

o Co-workers and Others may subject women to harase-
ment ranging from derogatory comments about
women in general to harassment of a sexual nature,
such as remarks about women's anatomy and un-
wanted touching. This is more likely to occur when
the supervisor participates.in or otherwlse condones
such behdvior.

10
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Internships Iy Campus Safety

— Safaty has become an increasing concern on many cam-

. “"Where in WNOmShipe ar9 MAd9, MAlo puses. Shuttie buses, escort services, buddy systems and

‘ students are more prelerable piacoments othér services are often available to students, many

than are ar more qualificd-wemen. ¥ sot especially geared 10 wpmen who use library, laboratory,

mﬂw wm*bztm computer and other facilities at night. However, campus

r-paying plascements; Promise safety petsonnel may inadvertently discourage women

placements whioh do not w . - . Marriod from using these services and seeking npcessary help in a
female students gre not gigood. " variety of ways such as: .

Uniike work-study, which is part of a financia! aid
package, and campus emplioyment, which is often a ““stop-
gap” job to make ends meet, internships are designed
specificaily to foster students’ knowledge and experience
in potential career areas. However, women may face the
following barriers: :

& Women may not be informed sbout or encouraged to
pursue all appropriate intemshin: possibilitids,
especially when faculty and others rely bn informal
methods and an “old boy" network to let students
kngw about internship opportunities. | ;

® Women may not be as likely as men to be mentored
by organizational sponsgrs, particularly if theve is no
stated provision for mentoring in. Internship

 azreements ’

® Women intems may be more likely than men to be
assigned tasks requiring limited abiiity, and less like-

Iytoboglvwinqmmofunmmumlnthh'

they are working. :

@ Women may be treated differently by facuity acting
as internship liaisons. Women interns working with
one faculty coerdinator, for example, reported that he
treated them—but not male intexns—in a patronizing
and impatient manner, and "bawled them dut” over
minOr matters ag if they were children.

Health Care* ° _ g .

-

¢

The availability of appropriate heaith services such as
gynecoiogical care, rape treatment, and birth cohtrol infor-
mation is just a starting point. Health care staff shouid
avoid behaviors such as the follﬁwlng that can discourage
women from usinf health services;

@ automatically attributing women's concems to “ner-
vousness” or “emotional " and thus, for ex-
ample, routinely prescribing tranquilizers for women
when they would not ba ptescribed for men;

® providing information on contraception or abortion,
or treatment for venereal disease, in a derisive or
moralistic way;

@ treating women in a patronizing manner (“Don't you
wofrry your pretty little head gbout it.”),

@ responding to rape victimg as if they were to blame
for the assault; -

@ allowing stereotyped attitudes about sex—Wap-
propriate” traits and behaviors ss well as conven-
tional attitudes about sexual preference—to shape
treatment strategles and communicate approval or
disapproval; and

@ sexusily harassing women. Several instances have
been reported in which women students have refused

- to use college heaith clinics because of harassment

. by physicians and other staff.

I

r

" residential systems away from the

-® making light of women’s hesitance to use coliege
facilities or attend coliege functions at night;

o triviallzing women's concems whep they report {sel-
ing threatened by dates or male classmates;*

® taking & “ ¥ attitude when male
students, including members of fratemities, harass,
frighten or threaten women;

® blaming women for instances of harassment of rape,
either directly, or by commenting.negatively on ne
circumstances and/or a womarn's appearance; and

® responding to cnwcemns ralsed by lesbian or gay
students differently than to similar concerns raised
by other students. :

RESIDENTIAL; SOCIAL AND CULTURAL :
CLIMATE: A REEVALUATION

‘General Climate

As is; the case with student servites, colleges and
universities across the courtry are examining the quality
of residential, social and cuitural life to gee how well ex-
isting arrangements serve an increasingly diverse student
population. Many ca:npuses have beiun to restructurs
monymous  dor-
mitories” of the 60's and 70's and to diversify social and

. Cultural offerinys in order to increase facuity-student con-

tact and to ‘acilitate positive interchange between stu-
dents from different backgrounds.+

Of pariicular concern (o many institutions is the role of
the Greek system in shaping the general campus-climate,
especially at small colleges or institutions in smal} towns
where altérnative settings for social events are limited.
Several colledes have concluded that fraternities, in par-
ticular, often build a bond among their own members large-

Iy by creating a divisive environment in the wider communi-

ty that promotes exclusion and differential treatment pas-
ed on class, racevand aespécially on sex.* Indeed, some
fraternities have been cailed to task for “promoting sexist
attitudes—actual harassment of women and, more
generally, distrust between men and women.''*’ Sororities,
too, ray perpetuate a limited view of women and create
divisiveness by choosing members largely on the basis of
appearance,- playing a "littie sister’" role in relation to
fraternities, and generally reinforcing stereotyped gender
roles. .
These and other aspects of day-to-day lite on campus
can |sad women to -question thgir role in the college com-
munity. Women students may feel like interiopers on
"male turf” when incidenls and omissions Rke the follow-
ing are commonpiace, and/or tolerated by students, fagul-
ty and administrators when they do occur: .
@ “Petty” hostility toward wonfen under the guise of
“tun” Is routinely expressed in social and residential
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.- settings—such as pouring drinks on women, beating |

meuwﬂhcoluysﬂets,w:uﬂmmonuthy
. onter dihing hails or lounges.

- @ Women are expected to perform s iy
“feminine” roles in conjunction with
end (ooperative housing ' arrangements—such as

ring food and cleaning up—while men make
tapes, provide entertainment or do maintanance
work,
® Men dominate co-educational Hving units, by, for ox
ample, harassing women, creating a “locker room at-
mosphere,” or loudly disrupting the flioors at night.
@ Residence hall advisers do not respond in a serious
manner to dormityy climgte and related corfcems

ralsed by women and/dr do not refer women to cam-

pus services that cen deal with thelr concemns.
@ MHousing .options for women are more limited than
ﬂmofamamummlmﬂmﬂutdeonm.
men’s are not. If, for example, fraternities
manage themselves but sororities are requirod Yo

have house mothers, women &are treated as ch Idren’

whild men are treated as aduits.

@ Lesbian students are preciuded from parﬂclpatlno in
campus functions, such as dcnco-o-thom. made to
fool unweicome in gmdom organizations, and are
generally harassed. ' : : _

& Typical soclal activitieg and campus media demean
women—as, for example, wet T-shirt contests,
X-rated movies as fundraisers, or sexist articles and
ads (such as a bikinied female torso surrunded by
male heads and hands as an ad for a spring break
trip® in the student newspaper or the college year-
book.

@ Fratemities sponsor events whlch resuit In the
harassment and dogradation of women, or define
. women as sexual objects. On one lvy League campus,
for example, a recent fraternity “scavenger hunt'’’ list
included “xerox copies of female génitaiia,” “[X Col-
iege] girls (brought willingly),” “women’s underwear
and related objects,” each of which was assigned a
“point value.”” * | *
® Incidents of sexual hamssmom by students, date
rape or gang rape are treated wi' 1 g “biame the vic-
tim” or “boys-will-be-boys” attitude, and there is no
appropriate or effective means of recourse for the vic-
tims. (On ane campus, for axample, male studaents ac-
cused of rape were “punished’” by being required to
take a course in women's studies.)*
® Faculty, staff and others in positions of nuthomy
who have sexually harassed students are not ap-
propriately punished and/or #suoch incidents are
¢ t2'ad lightly by others on campus. In ong Instance,.

‘ mple a tenured faculty member mvolved in.

. harassing severai students arranged a quiet
snt throfgh Which the institution bought out
Eo s.- . tract for $50,000. When word leaked cut, the
*in joke" Bmong some male faculty became, “If you
get $50,000 for sexual harassment, how much do you
« get for rape?'™

.Women may aiso feel like second-class citizens when
campus women's organizations and activities are dis-

counied in ways such as the following:

yood

v

Q

ovents
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© Represontatives of women's groups have jjttle ac
cess to and/or no real input In dealing with top ad-'
ministrators on campus.

® Women students’ omanlutlom and actigtles
receive little or no institutional support in the form of
office space, funding, efc., or are offered space and

. 7 support that identifies them with “fringe” omanln«
tions on campus.

® Activities sponsored by women stugdents’ organiza-

. tions—guch as lecturdd, workshops, films, or
women's weak activities —are avoided or belittied by
faculty, staff and students.

® Women's concems, women speskers and works deal-

- Ing with wolmen are omitjed from university-

, spomsored cultural svents, sucmgse:‘ctwe series, art
exhibits, and film series, or are as "‘controver-
sial’” or treated with ridicule.

,® ’\Vomcn s studies programs and coumes are
disparaged.

o Women are rarely, If ever, awm!od honorary degrees,
chosen ss commencement speakers, or named to
prestigious chasirs.

® There is no women'’s center—or the women's center
is underfunded, understaffed and fisolated from

mainstream institutional services.
Athietics® ¢
Physical activily—whether jogging or gymnastics,

hockey or hiking—-can have a substaptial impact on
women's sense of self-gonfidence and mastery. Addi-
tionally, participation in team sports can bulild group skills,
such as strategy development and ieadership, and can
also foster the capacity to respond fo losing without a
debllitating sense of personal failure.

Untii fairly recently, howéver, women werse ail but ex-
ciudad from serious athietic participation. Women were
10t expected td be interestbd in sports, and those who did
show an interest or who joined a team were frequently
discouragad from anything so “‘unfeminine.” .t is beyond
the scope of this paper to detail the many inequities faced

by women in sports. However, dgspite marked gains,

women athletes often find their accomplishments are not
taken serfously, and they themseives are subject to dif-
ferential treatment of many kinds, such as the following:
® Faculty, administrators, peerg.and others may use
slereotypic labeis—Iiike ‘‘tomboy’’ or ‘“giri
jock”™ ~when describing women athiefes.

® Thoee on campua may respond With surprige, disd¥in - .

orﬂdwhwhmmmaxmummmtln
athietics.

® Female sthietes’ accompiishmenis may go unnétic-
od, whils men's are the focus of discussion and
pulu Campus p&b"c*ty-both promotiohal and

ent coverage— may be less for women s than
for men’'s matches.

¢ Facuity snd student affairs personnel may suggest
athietic participation to men, but not to women, as s
fcrm of recreation and an avenue for personal growth.

® Career counseiors may provide information to men,
but not to women, about opportunities Invalving
athletics.
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~@® Accusatiors of lesbianism may be used to

discourage w2 nen from perticipating in or coaching

sports, esp~ci.lly when they attempt to speak up-
about inequities®

® in coed recreational sports, men are likely to
dominate.

Student Government And Leadémhlp

Campus leadership experiences can help . build
students’ intellectual seif-esteem and social self-
‘contidence and also help deveiop specific skills, such as
public speaking. These benefits may be even more pro-
nounced for women than for men.* However, women may
tind attaining and succeeding in campus leadership posi-
tions fraught with difficuities of a kind men do not face;
men still hold a disproportionate number of leadership
positions on most campuses.® :
Furthermore, aitnough student leaders often work infor-
mally with senior facuity and top administrators—who, on
most campusec are male—women may have difficuity
penetrating the established “Inner circle” and gaining real
input in the decision-makir.g process.”
Among the problems women may face are the following:
® Wom-n students may be less ilkely to be encouraged
te ¢ ieadership positions than men, and may need
to vy “extra” qualifications to be nominated,
slected or appointed. c

® Women who do hold such positions may find that
their credentisis are systematically doubted while
men’s_tend to be presumed gdequate. For example,
the woman head of a major student government of-
fice overseeing the budget for campus-wide activities
at a’large midwesterr iniversity was rumored 0 have

“slept her way" into the position, was given no train: -

ing and accorded no support. She soon resigned the
post.y’

® Women may receive less mentoring, help and infor-
mation so that they function less effectively.

® Women may hoid top positions, but men of lowsr

organizational status may dominate meetings and
make policy decisions. This may occur because of
men’s relativegly greater social status and more domi-
nant communication styies. in one instance, for ex-
ample, ihe editor-in-chief and managing editor of a
student newspaper were both women, but the male
business and circulation managers verbaliy
dominated meetings and pushed through policy deci-
sions.®

@ Student leaders may be choden on the basis of

- gender stereotypes, ag, for example, wher men are
customarily considered for positions
budgeting skills, women for those geared to social

~ evants.

GROUPS OF WOMEN WHO MAY BE
ESPECIALLY AFFECTED .

Minority Women ‘

——— Ty i

v

requiring-

Women minority students—and minority men as

‘well—frequently find the general campus climate at

predominantly white institutions the major barsier to in
tellectual and personal development and to the comple-
tion of degree work. Minority students who drop out or
stop out are significantly more likely than whites to do so
for non-scademic reasons, and report much less informal
interaction and encouragement from faculty and others
than majority students.®* Many cite a genaral academic,
social and cultural climate that makes them feel like
“unwelcome guesis,” and in which simply trying to survive
from day to day uses up an inordinate amcunt of energy.*
This problem may be eased—but aiso exacerbated—when
minority students respond by forming their own organiza-
tions, establishing their own media, choosing to live in
separate housing, and organizirg special social and
cultural events. While minority students often report gain-

{ing a supportive community throagh such efforts, white

students—frequently unaware of how isolating the “nor-
mal’” campus environment can be to those who are not
members of the dominant group—sometimes respond
negatively to whdt they perceive as “seif-segregation”
rather than the maintenance of ethnic identity and an op-
portunity for diversity.* .

Within this Teaflicted situation, women minority
students frequently en er special problems. Mihority
women often face a kind ot-tdouble devaluation” as
women and as members of 8 minority group. Often, they
are expected to be either iess competent than whites or
“exceptions” to their own race and sex. They are even

“

more Itkely than women in general to be channeled toward -

a limited number of majors and careers thought to be “ap-
propriate”; indeed, a recurring complaint about advising
for students of color invoives “lack of support for
students’ interests and goals and insensitivity to them as
individuals with particular cuitural backgrounds.”*
Misconceptions because of cultural differehces in verbal
and nonverbal behavior® can further confuse and under-
mine interactions, as described telow.

Women from somo minority groups may be especially
likely tc be seen in terms of their sexuaily, and this may
either provoke sexual harassment or lead to a “keeping of
distance”—especially by male faculty and student ser-
vices staff.”” Moreover, minority women frequently “fall

between the cracks’ of student services designed for ma-

jority women on the one hand, and minority men on the
other. ’ ¢
The foliowing kinds of behaviors, incidents and over-
sights indicate some of thé sourcas of a chilly climate for
minority women in out-of-classroom settings:
® Facuity, staff and students may inadvertently ex-
clude minority women from Informal activites, and
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may “keep them at a distance” in both struetured and
purely soclal settinge by behaviors such as Ignoring,
avoiding eye contact, maintgining physical distance,
interrupting, or talking in a patroniziog tane.®
Raclaily stereotyped ¢
women's own behavior may with effective in-
teraction, as when the silence of a Black woman is
perceived as “sulleness” but that of an Asian,
Hispanic or Native American woman as “passivity.”
Faculty, counselors and others may be less suc-
cessful In working with minority women because of
incomrect preconcéptions about Kkely problems,* dif-
fersnces in valve systems and divergent communica-
tion styles_ An Aslan woman, for example, may feel it
is “shameful” to verbalize accomplishments, make
eye-contact, adopt a relaxed demeanor, and
“impose’” on the facuity by returning for additional
consultations uniess the adviser politely states that
she Is expected to do so.”™

Academic advisers: may underestimate the com-
petence of minority women and counsel them to
lower their sights. One minority woman, for example,
“wartad to major in one of the sciences in prepara-
tion for veterinary school. She went to see a major ad-
viser who toid her that veterinary science was a very
difficuit progran: and she should consider something
less demanding, such as nursing. He said this
witheut having seen her records or knowing anything

t her past performance in school. While she was -

waiting, she saw white students being welcomed into
the program rather than dlscouraged from pursuing
their goals.””

Career counselors may misdirect minority women on
the basis of racisl stereotypes, as when Asian
American women are presumed best suited for
mathematical and technical flelds™ or Hispanic
women for service professions, such as health care.
Facuity may discourage minority women from choos-
ing independent study projects, dissertation topics or
other work that focuses on issues of special concemn
to minority women.

Majority students may belittie ethnic studies, and
avoid or ridicuic campus events, publications, etc.,
sponsored by minority groups. -

Minority women may be substantiaily under-
represented in extracumicular activities, may not be
encouraged to participate, and may be actively
discouraged from joining some social groups, such
as sovorities.

Minority women’s “isblaﬂon" may be greatly exacer-
batodlfﬂnmamim*omonoloobvonﬂnlmnyor
a staff who might serve as role models and mentors.

i

| @

Older Women’?

Older women currently comprise the fastest-growing
segment of the pdstsecondary population. However, (ike
minority women, older women often suffer the results of
compounded stereotypes. Whether they are entering col-
lege as first-year undergraduates, finishing a graduate
degree, or pursuing graduate study, oider women may be
devaiued not only because of their sex, but aiso because
of their age and their iikoly part-time status. Too often,

itions _ of minority
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they are viewed as bored middie-aged women w‘\o are
returning to school because they have nothing better totdo.
This perception is much in contrast to the actual situation
of many returhing women, who tend to enroli in postsecon-
dary programs for professional advancement and are often
highly motivated and highly successful in school.

Retuming women often encounter both overt and subtie
differential treatment of the kinds discussed préviously.
The followmg types of behaviors can be especiaily

discouraging to women Students who have been out of an

academic context for a prolonged period:
oodopim.paquQMInmpondlngtom
ments or questions;
® suggesting that older vwomen “should ba home with
tjtohohﬂdmu”“don’tnood%omuﬂnyhanam
band to suppont them,” etc.; and
® making comments that disparage older women
students, or that introduce inappropriately personal
Moreover, sphe faculty, counselors and peers may be
uncomfortable dealing with people older than they
themselves are. This may coniribute to older women
students’ being treated dmerenﬁy in consultations with
faculty and staff, md\excluded from informal inter-

changes.
Disabled Women™

Like minority women, disabled womes often encounter
double discrimination based both on their sex and on their
disabiiity, and must cope with even greater sociat and in-
stitutional ''invisibifity.” This s especially true in the con-
text of generali campus activities as well as more struc-
tu; ad out-of-class interactions. Largely becauce they may
not understand disabled women's actual capabilities and
needs, peers, faculty and student services personnel may
be especially uncomfortable in dealing with these
students on a one-to-one basis. Behavior patterns that can
discourage disabled women may include:

@ overiooking and excluding disabled women from out-

of-class interchanges;

@ avoiding ‘eye contact, maintaining excesslxs
distance, ignoring, and engaging in other bshaviors
that indicate digscomfort or dismissal; '

o over-explaining, talking in a patronizing tone, treating
the person like a child—as if physical dinbmtm im-
ply mental limitations as well;

@ talking overly loudly to a person who Is visually im-
paired, or engaging in other behaviors which com-

unicate that a person with a particuiar disability
s impairment in all physical functions;

o ptuumlno that disabled women need assistance In
.all areas, withodt first evaluating their actual
capabilities to heip them decide what they can do on
their own, and then helping them devise ways to do
80;
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@ counseling disabled women toward a narmow range of
majors and careers by foouging on the Himitations im-
pased by their disability rather than on individuai in- .
terests, aptitudes and coping strategies; ’

® presuming that disabled women wre generally asex-*

ual, do not date, and will never assume marital or
family roles or other longterm relationships; and

® making little or no effort to provide disabied women
students with role models on campus, or i the career
arena. '

FACILITATING CHANGE

Often there is little awareness about the kings of every-
day behaviors that create an inequitable campus environ-
ment for women—and for other nontraditional students as
well. However, individuals and institutions can take many
steps to increase awareness and facilitate change. Such
efforts will benefit not only women, but aN students on
campus, by incorporating a respect for diversity into ali
aspects of institutional life, and by better preparing
women and men students for the multiple roles they will
assume.in the wider world of work and family beyond the
institution.

A variety of specific recommendations—many based on
existing campus programs—follow. institutiong can adopt
or adapt those most suitable for their own settings. While
some are designed primarily for chief administrators,
some for faculty, some for student services staff, and
some for students themselves, many recommendations
may be useful to all members of the academic community.
The following section aiso includes a brief discussion of
the unique roie women's centers can play in improving the
general climate for women on campus, and a seif-
evaluation checklist designed for institution-wide use.

RECOMMENDATIONS

Policy Recommendations For
Administrators

® |ssue a policy statement which emphasizes the im-
portance cf an equitable climate for women.
Distribute the statement to faculty, student services
staff and students, publish it in the student news-
paper, the faculty bulletin, etc. Devise a procedure to
inform new staff, faculty and students about this
issue.

@ Establish a committee to explore and report on
ciimate issues, and to make campus wide recommen-
dations.

@ institute regular reviews of the campus te for
women via open hearings, interviews student
groups and randomly selected students, an@® written

oevalustions from interested students.”

13
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o Commmunicate, through public spooehos'and per-
sonal behavior, that women are to be viswed, treated

and evaiuated -M-.-ng.nctsmfpodby
group cha

dDoolquua lar person to be responsible for
institut efforts to ensure an equitable

climate for women and provide that person direct ac-
cess to top administrators.™ ‘

@ Ensure that all faculty and staff are informed of in-
stitutional commitment ‘to providing an equitable
campus climate. Use workshops, seminars, or infor-
mal meetings, and, where possible, inciude student
services and women's center staff.

@ Inform all contractors providing services to the in-
stitution abeut climate issues and include materials
about this in the contract or in the general materials
given to the contractor.

@ include climate lssues in performance ovduatiomﬁ
facuity, academic advisers and staff, including recep-
tionists and others who deal directly with students.

omedbdanbmndlmﬁohwutobomodln
evaluating applicants for faculty, staff and assistant-
ship positions.

® Enact a student code of non-academic conduct
eondmbohavloroutsldonmﬂnmmm
classroom. .

@ Develop a policy which discourages sexual nhuont

between faculty and students and which makes clear
the contlict of interest and unethical aspects of such
relationships. Harvard University (MA) has issued
such a policy.®

@ Institute a sexual harassment policy which includes
a mechanism for alring concems and providing feed-
back about overtly biased practices and comments,
and which covers peer as well as student-faculty in-
teractions. Denison University (OH) has done so.

@ Adopt a non-sexist langauge policy to cover all writ-
ten and verbal institutional communications. The
Uyerstty of New Hampshire, Durham, has adopted

h a policy and is now developing specitic guide-
lines.

® Recognize individuals and organizational units for ex-
ceptional progress in creating a positive climate for
women In the same ways that outstanding perfor-
mance in other areas is recognized.*

@ Publish an annual neport on progress in regard to in-
stitutional climate.®

® Provide materials about climate issues, such as this
paper, to students, facuitly and staff.

@ Incorporate climate into faculty development
programs, and tra of teaching assistants and

student services staff

General Institutional Recommendations

® Deveiop, cisseminate and discuss materials about
subtie ditferential treatment of women. The Office of
Women's Affairs, University of Delaware, Newark
developed “Seeing and Evaluating People,” a bookiet
that summarizes research about perceptual bias af-
fecting the evaluation of womsen. it has been used as
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the focus for discussions with groups of ad-
ministrators and others.t

@ Design campus activities to addrss issues of subﬂe
discrimination. Sponsored by Red Rocks Community

College, Denver (CO), “Uncommon Courtesy: increas- '

ing Options for All People” included films, work-
shops; browp bag iunches, paneis and other activities
focused on maie-female interaction.

® Form an information-sharing nsiwaork with other in-

stitutions —both coeducational and single-se —that
aro eovaluating the campus climate for women.
Members of aiready-established corsortia might
serve as a starting point.

@ institute exit inteiviews for students switching ma-
Jors, transterring or dropping out to determine if an in-

. hospitable " climate hn been a significant con-
. tributing factor.

. @ mnmyandmw«mmmmatwmhelpau
members of the campus community address climate
issues. At De Pauw Unjversity (IN), for example, gay
and iesbian students were asked to write anonymous
letters about what the campus climate is like for
them. These were shared at a public forum.

® Set up a committee composed of personnel from
each of the student services, from academic advising
and from women'’s organizations and centers In order
to evaluate and coordinate services, develop
materials and programs and train personne! concem-
ing climate issues.

® Esiablish »a nmom ‘of reguiar contact between

academic departments, student services and,

women's organizations and centers to discuss
climate Issues. The University of Denver (CO), for ex-
ample, has a Departmental Liaisons Program through

. which men and wombn faculty, undergraduate;

graduate and staff representatives,. as well as
representatives from student services, meet quarterly
with women's center staff to address general issuse
and highiight programs. f -

® Ensure that all faculty And staff, inciuding teaching
assistants and resident assistants, are aware of ser-

vices available to women on campus and instructed

to make appropriate refemals.

@ Hold regular workshops'to heip women prepare for
the content and climate chalienges of graduate
study. “On Prospering in Graduate School,” offered
by the Women's Center at the University of California,
Santa Barbara addresses a range of Issues including
how to gauge the supportiveness of facuity and ad-
visers when evaluating different programs; how to
handie differential treatment in male-dominated
fields; and how to confront self-doubt in the
academic arena.

® Foster joint projects between women students and
facuity. The Center for the Study, Education and Ad-
vancement of Women, University of California,
Berkeley sponsors an undergraduate research pro-
gram which links students with facuity doing
research in a variety of departments.

¢ Promote actlvities in which students of both sexes

and diftering racial and ethnic groups can participate
together and leam about sach other,

@ Review alf extracurricuiar programming, awards and
organizations to make certain that they meet the
needs of women students.

o Distribute a list-of services on campus relevant to
women. Many campuses have done this.

General Recommendations For
individualg

Women and men at all leveis may want to reevaluate'('
their own behavior with the foliowing points‘in mind:

® Recognize and change featurss of your own verbal
and nonverbal styles that may discourage women in
out-of-class settings. For example, show atten-
tiveness by makihg eye-contact, leaning forward, and

nodding, etc., and heip the student know “ar con-

cems are being seriously considered by n¢t interrup-
ting.

@ Balance more “masculine” skiils of analyzing, clarify-
ing, evaluating and controiiing the flow of conversa-
tion with traditionally “female” skills of listening,
re.nforcing and Taciiitating other speakers’ participe-
tion.®

@ Provide women, including minority women, with infor-
mal as well as formal on their work.

® Avoid blased Interpersonal behaviors with
secretaries, colissgues and partners (such as calling
women “honey,” asking women to get coffee, or
describing their actions as “typically female”™). Such
behaviors provide negative models for students and
peers of both sexes.%

"-ohiainngmchemdoMsandeolleam use

language and examples which lncludoboth uxu ln
a variety of roles.

@ Refrain from “invasion™ of omem penoml space,
such as unwanted touching.

@ Use humor that Is not sexist in nature.

Academic Advising And Career
Counseling: Recommendations For
Personnel And Programs

® Use guidelines designed to foster genderfailr
conseling. (See “Resources,” p. 18 for some exam-
ples.)

@ Avold comnmmcannq sex-typed expectations regar-
ding fields of study, co-cumicular activities and
careers. Be alert not only to overt discouragement
(“That field's too difficult for 8 woman”) but also to
more subtle behaviors, such as withhoiding approval,
minimal attentiveness, or expressions of doubt un-
warranted by the particular student's record.

® Read biographical materals about women and
minorities in diverse fieids to gain an understz.nding
of the differential treatment your advisees are lHkely
to encounter. At one institution, facuity in physics,
geology and other natural and physical sciences read

tA more detailed deséription of this and other projects is contained in Karen Bogart, Toward Equity: An Action Manoal for

Women in Academe, 1984. (For ordering information, see Selected Resources, p. 18.)
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blographies - and autoblographies of minority and
women scientists to help in their adviaing and to pro-
vide exampies to help their advisees deal with com-
mon pressures.™., -

@ Hold morlonhﬂon workshops dealing with climate
lssues tof faculty and student assistants who advise
incoming women and minority freshmen. Denison
University (OH) sponsors workshops that cover the
special needs of womon and minority students;
sociological and psychojogical barriers in traditionat-
ly male fieids, difficulties in integrating personal and
professional life; the importance of role models and
mentors; and the availability of special campus pro-
grams, such as a course in nonthreatening math. t

@ Help facuity and career counselors build skifls in ad-

vising women for nontraditional careers. Denigson
University (OH) instituted a program inciuding a
workshop on advising women, visits by professionals

in various fisids, and funding of facuity and student

- reseasch on issues related to' women and careers. |
@ Develop programs to heip women (and men) deal with

confiicts surounding academic and career cholces. ,

(Such programs may also be sponsored by women's
centers and organizations.)

@ Develop ways to help women bandie subtie or overt
discrimination. Discussion groups, publications and
a list of resource persons on campgs may be heipful.

Recommendations For Training Programs

® Aid aéademlc advisers, caieer counseiors and other .

student services personnel to identify ways in which

* they inadvertently treat students differently on the
basis of sex and race. Audjotape, videotape and other
methods can be used.

® Bring  students, faculty and others together to
discuss out-of-class climate. Ask a group of
students—in a dorm meeting, a classroom or
eisewhere—an open-ended question about climate,
such as “What stands out to you as a woman/
man/minority on this campus?” The Center for Im-
proving Teaching Effectiveness, Virginia Com-
monweaith University, devised a similar *‘cliass inter-
view" to help white facuity understand subtie
" behaviors that may discourage black students.

- @ Help facuity, administretors and studonts unders-
tand how they miay inadvertently encourage
behaviors on the part-of others which disparage

. wormen of result in differential treatment (as by ignor-
ing or encouragin ; sexist humor and harassment of
women, allowing interruption or trivialization of
women’s comments, etc.). '

Recommendations c;mcoming
Residential Life

® Evaluste the residential climate for women in varfous

types of university-owned housing by survey, intar-
views or other moans. A general survey to assess
residence hall climate was devised by The Survey
Research Center, the Institute for Social Research
and the Housing Office at the University of Michigan.
@ Familiartze residence hall advisers with ciimate
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ways in which students aan respond 0 them, (-

cluding

mm
® Hold workshops on climate and related issues in .

residence hall, Greek hopses and elsewhere. An
organization of women students’ at Northwestern
University (IL) has teamed with facuity and others to
discuss these and reiated issues in sororities and
dorms.

® Evaluate the impact of fratemities and sororitier on
the climate for women and other nontraditional
students. A number of institutions such as Colby Col-
iege (ME), Trinity College (CT), and Amherst College
(MA) have done so.

® Work with fratemity advisers and homo presidents to
establish and implement guidelines that ban fratemi-
ty events which are disparaging to women.

&

Recommendations For Curriculum

©® Wherever appfopriate, include In introductory
cowrses a unit oh sex differsnces and simiarities in

verbal and nonverbel behavior and the valuation of -

behaviors by sex. Such a unit might be included in
. courses in several fields, such as Speech/Com-

munications, English Composition, Psychology, Soc-

iology, Linguistics and Women's Studies.

@ Require that all studpnts take at least one course on
sex roles and relationships between the saxee.

o Roquimha“ﬂshﬂenhhkoﬂbutmmln
ethnic studies or women's studies. Denison Universi-
ty (OH) has done so.

& lnoocpomtocampmdlmtoluuoﬂnmdmm
tion programs and in programs geared to service
areas. Emphaslze practical techniques designed to
ldentify and overcome subtie difterentiai treatment of
students on the basis of sex. )

Recommendations Concemning
Leadership T
@ Encourage women students to participate and seek
©  leadership positions in extrecurricular activities, by,
for example, suggesting rpecific organizations in
which a woman student might use her skilis.

@ Provide women student leaders or potential leaders
with the skilis necessary to seek leadership positions
comfortably and to function effectively. The Office of
Women's Affairs and the Office of Student Life at the

University of Delaware, Newark, for example, offers a .

one-day workshop covering topics such as asser-
tiveness, time management, peer relationsmps,
~ toring and- leadership styles.t
@ Ensure that women students in leadership positions
. qoceive necesesry beockground Information snd
guidance, Including insight into the informal work-

tmsoflhqw.rmmm«mon .

which they ‘serve.
® Design an on-campus internship program to heip
women gain experience In student services and ex-
- traocwrriculsr oppertunities. The Center for the Study,
Education and Advancement of Women at the Univer-
sity of Campmia, Berkeley, for exampie, has intems

BEST COPY AVAILABLt

LCTEA



1)

in areas such as academic and carser advising,
organization and leadership, research orywomen and
educational udmlnlstraﬂoo

Recommenpdations For Meodia - ;

o Ensure that campus media give appropriate coverage
to women's activities and issues of concem to
women on campus. Periodically monitor to ensure
that women's \activities are neifher omitted nor
trivialized, and are reported in the same way as other
comparable stories. A committee mlgm review all
media.

@ Evaluate nlicamnndhfotonﬂamlmbﬂ.m
lsm in writing, programiming, visuals and adveriising.
Estabiish and enforce appropriate guidelines.

@ Use campus media to heip make all members of the
campus community more aware of climate issues

through articles, mlmmmmw»

tivities.
® Distribute an informational fiyer on climate issues
which includes actions and resource per-

sons to contact. The Utah State University Committee
on the Status of Women prepared and distributed a
“fiyer entitied “What Can Students Do About Sex
Discriminatim?"" .

Recommendaﬂons Conceming WOmen
* From Special Groups

@ Appbint a high-level mﬂmmmmmnmdm'
prove the climate for special groups of students and

to help coordinate services. At the University of
Michigan, for example, an associate vice president
for academic atfairs is responsible for assessing ex-
isting programs for minority students—such as
special counseling, minority centers and dorms-—and
identifying problem aregs through discussions with
facuity, students and administrators.

® Ensure that all personnel, especiaily academic ad-

~ visers and counselore, are famifiar with stereotypes

and how their behsvior can communicate “mixed

signals” to students from other cultures. ‘Hold .

workshops in conjunction with minority student
centers, and/or disseminate and discuss appropriate
background materials. (For some examples, see
“Resources,” p. 18.)

® Find ways to encourage out-of-class intersction bet-

~ ween minority and majority students, disabled and

able-bodied students. For example, assign team pro-
jects to mixed groups comprised of students of poth
sexes.*

@ Offer career programs 1o address specific problems

minority women may face in career counseling. One-

institution used a model/mentor approach to pair
Biack women students and Bfack professional
women in order to discuss career goals and skiils, ar-

range work experiences and participate in career |

workshops.*™
@ Develop a network of minority alumni, facuity and

16

staff or those from other special groups who are in-
tordsted in advising or participating in minority -
, students’ activities. Stanford University (CA) has .
such a netwbrk for Black students.

@ Ensure that informal departmental activities —such.

a8 open-houses for majors or professorfstudent rap
sessions over kunch—are heid In places accessible to
disabled persons. .

o Estasbiish a formal training program to help facuity,
administrators and support staff intersct productive-
ty with disabled women and men students. California
State University at Chico has instituted a program
that includes videotapes, g resource handbook and a
trainers manual,

® Help faculty, mmmnmmum
come concems about how to relate to disabled
students by putting them In touch with colleegues or
peers who have worked with disabled students or

* who are disabled themeelves. The Project on the Han-
dicapped in Science at the Ameritan Association for
the Advancement of Science, for example, wili put
facuity in touch with such pmfessom at other institu-

ti

o% caresr program for disabled women.
Career Education for College Women Who Are Dis-
abled, a program at the University of Wisconsin,
Stout I¢. aimed at breaking down ba hich
hinder disabled women from selecting collegemajors
consistent with their career interests and aptitudes. it
inciudes career explordtion, assertiveness training,
job-seeking training, and exposure to successful role
modeis with disabilities. '

@ Support the nubﬂshmom of omanluﬂom for
women from special’ groups—such as graduate
women, older women, minority women, women in
nontraditional fields, disabled women—where pro- »
blems concerning ciimate issues can be alred and
strategies devised to dea! with them.

Rocommndatlom For Students

omuamdnmclmnmmm
deans, depertment chdirs, and heads of relevant of-
fices and commitiess, such as those in charge of in-
ternships, work-study piscements, or academic advis-
ing.

oWWW.themht
women’s organizations and programs-—as well as
those serving nontraditional student groups—are
funded at sppropriste levels.

-0 Give faculty, peers and student services staff positive

feedback for sfforts to create an equitable climste.
Establish a committee to explore climate issues.

@ Encourage student publications, such as the school
newspaper, o wrile about campus tlimate issuee
andior develop a campus climate survey and pubﬂ!h
the results.

@ Take cowves and utilie student services and other
activities that provide information and sugges-
tiona fgr handling differential trea if no such
opportunities exist, work to have them established.
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Women's centars&%?lay a key roie In imprbving
the cfimate for women On campus. Through a variety

of in-center services, center-sponsored campus pro-
grams, and campus/community referrals, women's
centers can: -

¢ increase campus awarensss of women’s needs,
goals and

wm .
oommmwmmnhpm

productive , advising and counseling for wemen
students through training programs, coordination of
services, development and dissemination of matertals;

® offer literature and programs. especially
developed for women students in arees sych as
academic and career planning, desling with

discrimination, juggling career and family respon-

WOMEN'SCENTERS - *

sibitities, prepering for gracksts school;
@ assist women students in determining thelr own
neede and sesking help from identified resource peo-

pio on and off such as faculty who have.
agreed 10 talk womsn students about scademic
and carder plens; and :

@ provide sn “oasis” for women studants, faculty
and staff on campue.

. Additionally, by co-sponsoring activities with other

divisions or organizations oh campus—such as a pro-
gram on women in the sciences jointly sponsored with
academic depariments—women's centers can help
build bridges between campus constituencles to bet-
ter identify and meet women's needs.

INSTITUTIONAL SELF-EVALUATION CHECKLIST

The following checkiist highlights areas institutions will want to consider in evaluating and improving the out-of-
class climate for women, Many of the recommendations listed4n this paper might algo be used for seif-evaluation. A

- more detatled checkiist, with qu« stions geared to five separate categories including social-educational climate, is

available in the Institutional Seif-Study Guide on Sex Equity for Postsecondary Institutions, listed in the Resomce

section of this paper.

Do top administrators include women's issues
in speeches, publications and informal talks? Do they
communicate an institutional commitment concerm-
ing the climate for women to the facuity and staff?

... Does the institution periodically review the
status of women, including the ctimate for women on
campus? Is there a commission on women or other of-
ficial body to idenftty issues and make vecommenda-
tions?

.. 1s a top tevel administrator or officer charged
withr monitoring the climate for women from special
groups, inCluding minority women, womer. !n nontradi-
tional fields, disabled women, older women and

women graduate ftudents? =~ . ¢

.Are 8li official publications—including the
catalogue, yearbook, newspaper, etc.—regularly
evajuated to see that they do not comrmunicate
negative messages about women, either by overiook-
ing women; showing women as ‘‘onjookers” but men
as “doers’”; or otherwise poriraying women m a
stereotyped fashion? _

Are there pubﬂclzed Institutional standards
concerning behaviors that create & chilly gampus
climate for women?

Are student servioes staff, facuity; teaching,
research and residence assidlants; clerical staff; con-
tractors; and others provided with appropriate stan-

-

.

A

dards, guidelines and/or training for avoiding sex bias
in interactions with students? Have they been asked
to develop guidelines for their own units? ’

. Are in-service programs offered to help facuity
and staff become aware of and change behaviors that
may create a chilly campus climate for women?

. Are there efforts to ensure that women and
members of special populations are empioyed as
faculty, staff and administrators in ‘student support
services and in other positions throughout the institu-
tion?

4 Does the institution collect data on the campus
climate for women through surveys, interviews or by
other means? Are all ingtitutional data collected and
analyzed by sex (and racevethnicity) so that disparate
trends for women and groups 'of minority women (or
men) can be identified? -

. Are there ongoing efforts to’evaiuate difieren-
tial applications and drogout rates by sex and race

- among deparntments that may reflect a8 negative

climate?

Are special efforts made 10 recruit and retain
vomen in pontraditional fields, such as physics and
mathematics?

is thers a campus women's center? Is it ade-

quately funded? Does it serve as a resource on Climate

issues for academic departments, student services of-
‘ \ .
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floss and individuale on campus? :
— Are climate issuee included in oolrses where
appropriate? .‘4 ) .

—Is there a mochaniem for airing conocerns and
Providing feedbmek 10 faculty, pnid staft about overtty
mmmmm.wm
climate issues?

mmmmmm
mmwmmmm
commenswaio with the leval of violation? A the pro-
cedures well’ publiciaed to ol members of the
academic community? s there a procedure 10 inform

'mm‘scqmwmwmmm?mm

now students, staff and facuty about these channels?
— Doeas the institution support and respond to ap-
propiiate initiativag taken by individual women or
women’s Groups who raise climate issues with facuity,
ataff, supervisors, peers and others? )
mmmmmm
WWMMM&MM

mmmmmmmu
kaptsoMMcanbomeoﬂodw
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fessions. Donna May Avery, 1980, paperback, 147 pages. Available for $5.25-
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“Guidelines . Cross-Cultursl Communication Between Students and
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American Association for Counseling and Devetopmem, 5998 Stevenson
Ave., Alexandria, VA 22304,

“Quidetines for Thempy With Women.” Task Force on Sex Bias and Sex
Role Stereotyping in Psychotherapautic Practice, Peychologist,
December, 1978, pp. 1122-1123. Single coples of the guidetings, as well as a
five-page resource list, “Some information on Feminiet Counseiing and
Therapy With Women,” are availabie free from Women's Programs Office,
American Psychological Association, 1200 17th St., NW, Washington, DC
20038. (Send stamped self-addressed envelope.) ’
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Women of Colos. Sudi@ Hofmann, compiter, 1983, paperback, 139 pages.
Availabte trom ERIC ument Reproduction Service, P.O. Box 190, Art-
ington, VA 22210. Accéss No. ED 236419 paper $12.83 (prepaid) or
microfiche $1.17 (prepaid).

Language, Gender and Soclety. Barrie Thorne, Cheris Kramerae and Nancy
Henley, eds., 1983, paperback, 342 pages. Availablie for $11.95 + $1.00 for
single-copy handling from Newbury House Publishers, inc., Rowley, MA
01969,

Re-entry Womern: Special Programs for Specisi Populations. Roberta M.
Hall and Francelia D. Gisaves, 1981, paperback, 19 pages. Avaitable for
$5.00 (prepaid) as one of 5 papers in Re-entry Packet #1 from the Project on
the Status and Educatic™ of Womer. Association of American Colieges,
1818 R St., NW, washington, DC 2000,

Removing Blas: Guidelines for 22.dent-Faculty Communication. Mercilee
M. Jenkins. 1983, paperback, 81 pages. Available for $7.50 from the Speech
Communication Association, 5105 Backlick Rd., Annandale, VA 22003,

institutional Sel-Study Guide on Sex Equity. Karen Bogart, et al., 1981, 5

. pamphiets and user's guide, approximately 100 pages. Availabie tor $10.00

(prepaid) trom the Project on the Status and Education of Women, Associa-
tion of American Colleges, 1818 R S1., NW, Washington-DC 20009,

Seeing and Evaluating People, F.L. Guis, M.R. Carter and D.J. Butier, 1982,
paperback, 88 pages (taxt), $4.00, and 20 pages (summary pamphiet), $1.00.
Avaitable from the Oftice of Women's Atfairs, University of Delaware, 218
Mc‘Doweu Hall, Newark, DE 19718, (302) 451-8083.

Sexusl and Gender Havassment in the Academy. A Guide for Faculty,
Students and Administrators. Phy!lis Franklin, et al, 1981, paperback, 7%
pages. Avaltable for $5.00 (prepaid) and $1.00 postage from the Modem
Language Assaciation, 82 Fitth Ave, New York, NY 10011

Teaching Minority Students. James H. Cones 1l John F. Noonan and
Denise Jant 4, eds., 1983, paperback, 97 pages. Availabie for $7 .95, prepaid,
from Jossey-Bass Publishers, 433 Catifornia St., San Francisco, CTA 84104,

The Classroom Climate: A Chilly One for Women? Roberta M. Hall with Ber-
nice R. Sandier. 1982, paperback, 22 pages. Available tor $3.00 (prepaid)
trom the Projact on the Status and Education of Women, Association,of
American Colleges, 1818 R St., NW, Washington, DC 20009. Bulk rates are
avaiiabla. (A related paper, “"Selected Activities Using ‘The Classruom
Climate: A Chilly One for Women?' ” which describes campus projects, is
avsifable for $1.00, prepaid )

The Ph.D. Experience: A Women's Paint of View. Sue Yartull, ed., 1882, haro-
back, 144 pages. Available for $2395 from Praeger Pubiishnrs, 521 Fifth
A« New York, NY 10175

s . )
The Undergraduste Woman: issues in Educations! Equity. Pameia J. Psrun,
ed., 1982, hardback, 433 pages. Available for $32.00 (prepaid) from D.C.
Heath and Co., 2700 N. Richardt Ave., indianapolis, IN 48219,

Toward Equity: An Action Mandal for Women in Academs. Kargn Bogart,
1984, paperback, 260 pages. Available tor $17.00 (prepaid) from the Project
on the Status and Education of Women, Association of American Colleges,
1818 R St., NW, washington, DC 20009,

What Happens After School? A Study of Disabled Women snd Educstion.

20 BEST COPY AVAILAELE



- o, o St
] » *

. \

. \
-J. Corpett O'Tools and CeCe , TOTS, paperback, 88 pages. AvaRabile
through regional lidraries in brailte on cassette. (Contact the Library of
Congress, National Lidrary Sarvioe for'ths Blind and Physicady Handicap-
pett, 1291 Taylor S, NW, Washington, DC 30842 for lpostion of par-
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00var postags and handiing from Afics Waiher, Department of Peychology,
-P.OnBox 2000, SUNY-Cortiand, Cortiand, NY:13048, @807) 753-4218.

“Women's Educstional Nesds.” Jessie Bamard in The Modem American
Calioge: Responding to the New Reeliiss of Diverse Students and # Cheng-
mg Soclely. Arthur W. Chickaring and Associates, 1981, hardback, 810
pages. Avaiiable for $35.00, prepaid, from Jossey-Sass Publishers, 433
California 8t., San Francisco, CA N104.
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. -

The follawing organizations can offer“nstitutiond various kinds of
heip—such as publications and other resowrces, information about on-
going programs, and Hnks 10 appropriate networks.

AMERICANS FOR INDIAN OPPORTUNITY. Ejizabeth Lohan-Homer, 1140
Connecticut Ave., NW, Washington, DC 20036, (202) 463-8635,

ASIAN WOMEN UNITED. Joycs Yu, 170 Park Row, #5A, New York, NY 10038,
(212) 870-3347.

ASSOCIATION OF BLACK WOMSN I NMIGHER EDUCATION, Jacqueiine A
Kane, 30 Limerick Dr, Albany, NY 12204, (518} 465-2146.

COMMITTEE ON GAY AND LESBIAN CONCERNS, Assosiation for
Counselor Eduation and Supervision. Dr. L. Norton, Cheir, oo
American Association for Counseling and 5999 Stevenson
Ave., Alexgndria, VA 22304, (703) 823-8800.

COMMITTEE ON WOMEN, American Association for Couneeling and
Development (AACDI\ 5099 Stevenson Ave, Alexandria, VA 22304,
(T03) 823-8800. (Committées dealing with women's conCems in a veriety of
related divisions and orgamnizations—such as the American Cotlege Person-
ne! Association and the Assoclation for Counselor Supervision—can also
be contacted through AACD.)

DIVISION 35 (PSYCNOLOGY OF WOMEM, American Psychological
Assoclation. Irone Friezs, President, c/o Department of Psychology. Univer.
sity of Pittsbiyrgh, Pittsburgh, PA 15260, (412) 624-8485.

LIAISON FOR MINORITIES AND N HIGHER EDUCATION. Casol J.
Smith, U.S. Department of Education, Office of Postsecondary Education,
400 Marylans Ave., SW, Room 3022 ROB 3, ¥ whington, DC 20202,
(202) 472-1387.

MINNESOTA WOMEN'S CENTER. Anne Truax, Director, 5 Eddy Hall, 192
Pilisbury Dr., SE, Minnespolis, MN 55456, (812) 573-3860.

MULTICULTURAL WOMEN'S RESOURCE CENTER. Martha P. Cotera, Infor-
mation Systems Deveicpment, 1000 E. 8th, Austin, TX 78702, (512 477-1640.

NATIONAL ASSOCIATION FOR WOMEN DEANS, ADMINISTRATORS AND
COUNSELORS. Patricia Rusckel, Director, 1325 18th 8t., NW, Suite 210,
Washington, DC 20036, (202) 658-8330.

NATIONAL COUNCIL FOR RESEARCH ON WOMEN. Mariam Chamblyiain,
Predident, 4749 East 65th St., New York, NY 10021, (212) 570-5001.

NATIONAL NETWORK OF NISPANIC WOMEN. Sylvia Castitio, Chair, P.O.
Box 4223, Slanford University, Stanford, CA 94308, (415) 467-2733,

NATIONAL WOMEN'S STUDIES ASSOCIATION. Carol Combs, 0218 Letrak
Hall, University of Maryland, College Park, MD 20742, (301) 45437587,

OFFICE OF OPPORTUNITIES SN SCHINCE. Shirley Malcom, Director,
Amaearican Association for the Advancement of Science, 1776
Massachusetts Ave., NW, DC 20036, (202) 4675438, '

OFFICE OF WOMEN IN TION. Donna Shavitk, Director,
American Council on ton, 1 Dupont Circle, NW, Suite 831,
Washington, OC 20036, (202) :

PROJECT ON THE HANDICAPPED IN SCIENCE. Martha Reddon, Director,
Office of Opportunities in Science, American Associstion kr the Advance-
ment of Science, 1776 Massachusetts Ava., NW, J¥ashington, DC 20038,
(202) 467-4497. . ’
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“Pauia A Treichier and Chierls Kramaras, "“Women's Talk in the fvory
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"Domna May Avery, Critical Events Shaping Woman's (dentity: A Hand-
book for the Helping Professions, WEEA Publishing Center, EDC, Newton,
MA, 1980, pp. 7-8.
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May, 1984,

*Denying woman access 10 amployment opportunities on the basis of
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“Response to Project | for iInformatior "

SFor a further of rolated Issues, see Hall and Sandler,
Acagemic Mentoring tor Women Students and Faculty (note 14).

SFor further discussion, see Margaret C, Dunkle, Sex Equity in Studen!
Health Services, The Equality Center, Washington, DC, in press.
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Coméhittee Roport,” Trinity Reporter, Yoi. 13, No. 2, Winter, 1883, p. 22.
*Rasponse to Project “Call for Information.”

®=Ann Azzi, “D Phi on Probation, Nazing, Scavenger Hunt Cited,” The
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@ Cheryl M. Figids, “Allegations of Lesbianism Being Used 1o Intimidate,
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Voi. 27, No. 8, pp. 1 and 22,

“Astin and Kent, pp. 314-315, 320,
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discussion see Hall and Sandter, Academic Mentoring for Women Studen
and Faculty (note 14),
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“’g” Students, Jossey-Bass, inc., Publishers, San Francisco, CA, 1983,
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and Sexual Harassment,

+#See note 77.

#Se¢ note 77.

RFor further disLussion, see 'Male-Female Interaction Pattams,” a sum-
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»). Merman Blake, “Human Relations in the’ academy,” lnmtmc&
tion, Vol. XX, Nos. 3., p. 53.
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inantly White Coeoucational University,” The Personnel/ and Guidance
Journal, February, 1984, pp. 365-368.
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