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“At the mtersection of race und gender stand women of wolor, torn
by the lines of bias that currentls diide white from nonu hate in
our societs, and male from female The worlds thew women
negotiate demand different and often v renching allegtances As a
result, women of color face significant obstacles to ther full particr-
pation in and eontribution to higher education In then profs
sional roles, women of wolor are expected to meet performance
standards et for the most part by white meles Yet their personal
hwes extract a lovalts to ther cultire that 1s central to acceptance
by famuls and friends At the same time, they must struggle wich
thewr own wdentity as women m « societs where ‘thinkig like o
woman' is stull considered a questionable actiaty At times, thes
can even exherience pressure to choose between thewr racial dentats
and therr womanhood ™

Black Women on Campus: An Overview
This paper explores the climate for Black women students,
faculty members, and administrators in both predominantly
white colleges and universities as well as historically Black
colleges and universities.” It focuses on the subtle—and not so
subtle—ways that race and gender stereotypes can combine to
create double obstadles for Black women

Black women have been parucipants in higher education
for more than a century, but they are almost totally absent
from the research literature, rarely v the impact of racsm and
sexism on Black women in academe examined.” This report
will provide such an examination. In addition, 1t offers recom-
mendations and resources to help institutions be more sup-
portive and aware of the needs of Black women students,
faculty members, and adminustrators. The report draws from
the Project on the Status and E ducation of Women's (PSEW"
extensive files and previous reports as well as informal inter-
views with Black women and anecdotal material collected
through an informal questionnaire of Black wo aen students,
faculty members, and administrators around the country.*
Recommendations, geared to both historically Black and pre-
dominsatly white institutions, follow most sectons of the
paper. For those sections without specific recommendations,

Yolanda T Moses 1s Vice President fér ‘Acadiem‘c? Xffan‘s and
Professor of Anthropology at California Stare Ulkiversity-

Dominguez Hills. This paper was supported by a grant from the
& ' Foundation.

Black Women in Academe
Issues and Strategies

by Yolanda T. Moses
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see the general policy section at the end of the report Recom-
mendations from other sections also may be applicable Also
included at the end of the paper are recommendations for
professional assocations. Not all suggestions will be appropri-
ate for all institutions. The recommendations are tatlored for
the needs of Black women speaifically but can be adapted to
address the concerns of all women.

Many misconceptions surround the status of Black women
on campus, 1n large part, because there 1s very httle research
peatfically concerming Black women in academe, how they
are faring, and what 1ssues are of concern to them.® Research

[

CONTENTS
Black Women on Campus. An Overview 1
The Unitversity Culture for Studen:s .2 !
Classroom Dynamics . .3 |
The Intersection of Racism and Sevism .4
Curnicular Issues . . 5
Black Women and Their Choiwe of Study .. 6
Restdennal and Social Lofe . . 6
Reaching Out to Black Women Students 8
Admissions and Finanaial And e 9
Academic Advising and Mentoring . . .9
Graduate Students .., . .. 10
Barriers to the Graduate Degree A |
Pre-umiveraty Students . 12
Professional Chimate Issues . . . e 13
Affirmative Action Dilemma A )
Double Discrimination . .. 14
The "Token” Syndrome . . .. 15
Mentoring and Support Systems . 16
Historically Black Colleges I [
Woman's Worth in a Mans World . ..., 17
Sexuahity and Sesual Harassment P ¥
Balancing Competing Oblig 1014 . .. 18
Collegiality Among Faculty . e 18
Research, Teaching, and Tenuie . . . .10
‘ Retention . . o L 20
! Leadership and Advocacy. Crinical Skills . Lo 21
| General Policy Recommendations N ¥ ]
: Recommendar . .is for Professional Associations
w and Organzations ..... ....... . 23
4 Notes ..... e e e s 23
: Selected Refesences . . ..., . . .. ..., 26
! Research/Resource Centers .. . ... ....... 28
I Selewred Orgamzatons ... . ... . ... 28
i

- BEST COPY AVAILABLE




PAFullToxt Provided by ERIC

on minorities dnd women often ignores IIK‘ UNRjue position

and ¢speriences of Black women The result i« thar Black
women are virtually mvisible

The discussion that follows wili focus on atutudes and
behaviors that raice barriers on many campuses to the succes
of Black women 'n lugher education. An analvas and discus-
sion of these tssues form the bass of this report

In order to creare a mete Ispitable Jimate for Plack
women on the campusgs of this country, we must know about
their needs and concerns. Most research conducted on
ractal/ethnic minority 1ssues continues to treat MInority
groups as sexually monolithic, 1t assumes that what 1s true for
minority men 1s also true for minority women. For example, a
review of four national reports on higher education published
within the last two vears shows that in only one of the
reports, The New Agenda of Women for Higher Education, were
the 1ssues of race and gender integrated throughout.! Many
leaders of higher education institutions m this countey will be
using the data and recommendations from these reports to
establish policy for minority studerts on their campuses well
into the twenty-first century. The unfortunate result 1s that,
as in the past, policies and programs will be formulated on the
assumption that Black women and Black men have dentical
experiences in college.

The following are some questions that people in the higher
education community—-including those on every campus—
should be asking.

8 Who are the Black women on campus today?

@ Are their experiences adequately documented?

® How are they faring comparcd to white women, white men,
Black men, and other minority men and women 1n academe’
8 What 1s the overall campus environment for Biack women?
Are Black women welcomed by the university communiey?
How are they treated by their institutions? Are they induded
in the informal as well as formal aspects of unnversty hife? To
what degree do 1ssues such as racial and sexual harassment
affect them?

8 Do university services and programs meet the needs of
Black women? Are their needs being met by the counseling
centers, student life services, and career development offices?
® Does the curriculum reflect the culture and contributions
of Black women?

® Do Black women faculty members and administrators par-
ticipate 1n the governance and policv-making arenas of their
institutions? Do they have dear lines of communication
through which they can make their concerns heard within
the campus community?

@ To what extent have tradinonal methods and «trategies
that are used to attre -t and retain students, far ulty members,
and adminustrators been successful for Black women’ Are
other more specific strategies needed?

® Do Black women students find adequate mentors to help
them guide their carecrs?

@ Are financial aid services sufficient for the needs of Black

women’

® Are Black women faculty members and administrators
treated smularly to Black men, white men, and white women
i tenure and promoton proc osses’

8 [« thescholardup and research of Black women as valued as
that of men and white women” Is 1t judged by the same
criteria’

® What tactors can enhance the success of Black women
students, facults members, and adnunistrators o pursuing
their career goals?

® Do unnverary offiaals and taculty members on predomi-
nantly white campuses as well as on historically Blac cam-
puses understand & gender 1ssues and the ethnic/racial
issues that affect Black women?

This report begins to answer «ome of these questions Ideally,
1t will shmulate instirutions to answer them more fully and to
rare addiional questions as well

The University Culture for Students

“IThe uniersitn] o a whate, truditional, male-oriented sourets that
expects wery lietle of women But 1t expects even less of Black
wornen like me™

In 1986, Black students were 86 percent of the total under-
graduate enrollment in ligher education institutions. Black
women constituted 59 6 percent ¢f the total Black under-
graduate enrollment that year, up from 54 5 percent 1n 1976."
While Black women tend to major 1in education, the soctal
sciences, and the humaniues, there has been an increasing
shitt 1n recent years to majors in business, computer science,
math, and engincermg ® At the professional graduate level,
the number of Black female students in mediane, law, and
health sciences s mcreasng steadily while the number of
Black women seeking Ph.D« 1s increauny more slowly.”

Among the few explorations of the different experiences of
Black men and women in college are studies by Jacqueline
Fleming and Walter Allen, Thev found that:
® Black women become less assertive when they are educated
with men
@ Black women cometimes beheve that they are less compe-
tent than men
® Black women lose some socal assertiveness shills in Black
colleges, but not in white colleges where Black men are fewer
In number
® Black women often wuffer from  ‘emoutonal pain, sodal
1solation, or arouced fears about thetr competence,” espeaially
at prcdemimantly white colleges and universities V!

Once Black women get to campus they are members of a
community that tends to treat them differently than it does
Black males, white males, and white females Isolation, invist-
bility, hostility, indifference, and lak of understanding of
Black women's expertences are all too often part of the dimate
that Black v.omen may face on campuses.
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Black women <tudents on predommants white campuses

are rarely integrated into the life and culture of then insttu-
tions, nor are there clear paths for them to effect change As
Doris ;. Wright notes in her study of responses to the needs of
minority students, “A ractallv naive or insenstive campus
environment, one that non-accepting of minoriry «tudents
cultural and racial distinetiveness, can thwart or sufle devel-
opment. In turn, thwarted development places students at
risk educationally and emottonally.”- Jacqueline Fleming, 1in
her study of Black males and females 1n predomimantly white
colleges, atso found thar overt and covert racism 1n facaley/
student relationships creates a dunate of hostility and 1ejec-
tion as well as lasting psychological damage ' Examples from
students responding to PSEW™ guestionnaire illustrate this.

“When we talk about Black 1ssues in class 1 am o lled
upon, but not at any other ume. I are always used as an
example. As far as white students ge | am usually 1g-
nored if I attend soaal evenrs”

“My teachers, all but one, don't know b - to treat me
They are always <hightly surprised when 1 ask a probing
or thoughtful question.”

“As a graduate student. [ was bacicaily ignored. The only
exception to this was one tenured professor, a Black man,
who consistently encouraged me even though 1 was not
in his program. | took only one course from him but
he...encouraged my scholarship. He also published and
gave me credit for two case studies I had completed for
his class. He was one of the main reasons | stayed on.”

“Sometimes [ used to think that I was magining (his
treatment of isolation. Then I would talk to sther Black
women about 1t and they would talk about 1t toe -1t was
not just me, but I thought 1t was, at least for the nra
year.”

“I experience isolation because I am estranged from both
Black and white students. White students ignore me
because all they see 1z my blackness. They do not care to
know me as a person, as a woman. From other Blacks |

am 1solated because I am West Indian. I am culturally
different.”

Classroom Dynamics

“Black students often report that the professors’ tone of voice or
facial expressions display disbelief or surprise when they respond
correctly or otherwise show good performance  Black students

report that professors offer little guidance and criticism of Biack
@ lents’ work.... Professors will often make stercotypical com-

ERIC

Aruitoxt provided by Eic:

4

ments about Blachs without beng aware of the hurtful impact that
these commente can have on Bluck students, particidarly when thes
mnply that Blachs are less competent than whites™

“White students get the most attencen from teachers and Black
stidents get the least attention from ther teachers, and faculty
spend less time answering questions of Bluck students This ve-
search indicates that the major problem Black siudents are having
at predemmantds white colleges s that thes are ignored in the

2 "
cldssroom

The differential treatment of Black women students in the
classroom may serve only to make them feel even more
solated from the campus community PSEW has discussed
elsewhere that in selecting and reacting to university environ-
ments, females rend to be more attuned to the personal
supportiveness of their environment than males; that both
men and women faculty members may communicate sex-
related and racial insensitivity to their studerts; and that
these classroom evperiences have an overall negative impact
on women's and mmority students’ educaticnal and career
development.' Yer few researchers have questioned or an-
alyzed specifically what happens to Black femalc students in
the predominantly white classroom. What 1s evident, given
the literature on minorities and women 1n general, 1s that a
double bias exists in which Black women are judged on the
basis of preconceived notions about women and Blacks. The
following discussion highlights facters that discourage or pre-
vent Black females’ full participation in the classroom.
intellectual competence and leadership ability are qualities
most often attr.buted to whrte males. The result is that com-
petent, dynamic Black {females are treated as if they are excep-
tions rather than the rule.!” A student respondent notes, “My
professor in biology did not know How to treat me. He seemed
surprised when 1 told him [ wanted to be a doctor.”

Black women students may be treated differently on the
basts of gender by Black male faculty members and dinerently
on the basis of gender and/or race by white male and white
female faculty members. A student at a Black college notes, “
have this older Black male professor who does not want to
listen to me when | raise gender 1ssues in class. It really upsets
me because the majority of students in the class are female.” A
reentry student also notes, “While piofessors don’t have a
corner on the market for sexism, some Black male professors
have the same value system as do white males regarding the
role of women.”

In predominantly whire institutions, tt e pa:adox of under-
attention and overattention s expertenced by Jlack women.
On one hand, Black women and therr comments may be
ignored 1n some classes and in seminars while, on the other
hand, they may be called upori to reoresent their race.* An
undergraduate student comments, “On the days [ know they
are going to talk about Black 1ssues, I don’t go because I know
she 15 going to call on me and 1t makes me uncomfortable.”




Another <tudent, who wants to contubute but 1+ gnored
until the class 15 discusang Black wsoues, savs, “It really upeets
me that many umes | know the answer, but mv teacher will
call on me to answer questions about Black 1wues or Black
women'’s 1ssues, but not general 1s-ues.” And finally, a gradu
ate student notes, “As an older graduate student, and fre-
quently the only mmonity fstudent], I sometimes feel that niy
comments and opunons are held up as though I speak for the
entire Black race Such sweeping generalizanions are neither
fair to me personally nor to Blacks tn general

Students (especially graduate students) whose research fo-
cuses on ssues of particular coneern to Black women may be
dismissed, devalaed, o1 not enthusiastically supported A
graduate student responding to the questionnaire notes,
“When 1 told my advisor I wanted to do my thess en Black
women and economic development, he did not know what to
say. He finally said that if I could find someone from outsid:
the department to <1t on my committee, 1t would be okav. To
this day, the department has not been supportive of what |
want to do.”

Black female students are often excluded from the mformal
and social aspects of their departments and nstitutions—
sometimes by white women as well as by white men.” In a
women's studies seminar, one Black student found her instruc-
tor resistant when the student challen, 1 her about Black
women'’s expertences “l was surprised to find this professor
who was really in tune to most 1ssues. . . became hostile when [
told her that her generalizations about Biacks were not true.”

Black women studunts, hke other women students, may be
viewed or treated in a sexual way, which can lead to increased
sexual harassment or to a “distancing” between the student
ard the faculty member.” A reentry student, 1n response to
the PSEW questionnatre, talked about the anger she felt when
st e dropped a class because she felt uncomfortable with the
sesual advances the faculty member was making. I am &
single parent paying my owt way through school, and I was
s0 upset about th man coming on to me that I just dropped
the class in the middle of the quarter. I will now have to pa
again to take it over”

Misinterpretations of Black women’s behavior mav often
inrerfere with the establishment of rapport between student
and faculty member. For example, a Black woman's silence
may be interpreted as sullenness, while an assertnve verbal
remark may be interpreted as a challenge or as disrespect -
Black students often find themselves in a “Catch-22” situa-
tion; they may be punished if they use their survival skills A
student writes, “The process of survival makes vou hard end
aggressive. The system arouses you mentally and physically
You are 1solated. You ure conditioned to think you are dumb
Your reaction, if you have any sense of self, 1s an aggresive
one."™!

Stereotypes about Black women often can mask the reality
of their expertences. For example, Black women are culturally
@ cotyped as being independent, emotionally strong, and
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capable ot taking care of themsdves This stereoty pe obscures
the fact that Black women «tudents (ke white women «<tu-
denesd have trouble asserting themeelies i wome settings
Facules members and adnimistrators mav be unaware that
Black womens “roughness” scometimes mashs uncertainty and
vulnerabidity

Recommendations

13 Help profesors discover the degtee to which their opintons
and atttudes tend o perpetuate the racal supposttions of
thair own culture

T Help taculty members explore their attitudes, perceptions,
and ochaviors toward Black women students and toward
issues of race and <exn Conduct speaal workshops to raise
awvareness and imtiate change. Black women consultants can
be espedially helpful in this enterprise

L1 Distribute materials about Black women—such as this re-
port and others i the hibliographv—to faculty members.

[J Incorporate into faculty development and ortentation pro-
grams 1ssues concerning Blacks i general and Black women
in particular

0J Urge faculty members to make <pecal efforts to be avail-
able to Black women students who need assistance, Facuity
members should not assume, howeser, that Black women a
poorly prepared. Too often, faculty members rely en previou.
experiences with poorly prepared students and have lower
expectations for their Black temale students,

The Intersection of Racism and Sexism

“While more than half of all college students helieve that relations
between whites and mmorities on then campuses are ‘friendls but
aot Jdose, 4+ percent sas these ivoacal prequdice at therr school ™

racst thomes at fratermies partics, bty different treatment
professors, and epithets soravcled on dormitors room doors In
the wahe of [these] madents, some colleges and umiversities have
mounted programs to sensitize students, faadty members, and
admmntiators to ractal 1ssues ™

“Almost crery facules member whom Dinterviewed was ashamed
to find racial prepudice o him or herself To counter this shame
white faades looked cwas from sues of 1ace for fear of having to

i

hecome more aware of therr oun almost unwllng prejudice ™

“Pervonal threat {to students] iv @ major pressure on 30 percent of
the predommanty white campuses Blach studenes (both men and
women) are spending more of thar tome copimg with overt and
covert threats than attendig [tof the competenaes that thes go to
college to attam ™

Minonty students often percene the campus as hostile and
unsupportive. Too often campus administrators are unaware
of or tlerate ravsm, sexism, atnd other overt and covert

e
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biases. Over the past few years, there has been an increasing
number of racial 1 1dents on college campuses Some see in
these incidents evidence of a new racism; others say 1t 15 not
new at all but 1s the result of the presence of more wutspoken
Blacks on predominantly white coilege campuses and more
campus adminstrators who are struggling to deal with ractsm
on their campuses tn wavs that the larger society has not.-
What has nct been excnined in many discusstons of racism
on campus 1s how Black women are umgquely affected by
discriminaton based on race and sex. Gender harassment—
any expression of generalized sexast atutudes —frequently oc-
curs with racial harassment Racism and sexism are often
fused tn the images men typically have of Black women—
especially dealing with sexualit. and sexual activity but 1n
other areas as well The following examples 1llustrate how
racial and sexual 1ssues are often combined:
® At .he Universty of Alabama, a cross was burned on the
lawn of the house where the Alpha Kappa Alpla sorority {an
internattonal sorority founded by Black women) was to move
The sorority eventually moved in The two white male stu-
dents who set the fire were expelled. (Subsequently, a member
of the Black women's sorority was elected homecoming
queen.)”’
® Two white males at University of California-Berkeley hung
a Black woman’s bicycle in the showers in her dormitory
White students tended to see the incident as a routine college
prank. Black students alleged that the episode was racially
inspired. ™
® A white professor at Georgia Southwestern College has
been suspended with pay pending an investigation of a Black
female student’s allegation that he used a profane racial slur to
address her. The student charged that the tenured member of
the Englhsh depar.ment had made the remark to her when
she went to his office to withdraw from his class. The student
said she had withdrawn because of alleged racist overtones 1n
the professor’s remarks during class discussions.’!
® Another incident mvolved racial slurs pairted on the steps
of Mount Holyoke, a women'’s college, as well as a rumor that
a white student in a Ku Klux Klan outfit at a Hallowcen party
won a prize for the costume.™ “Racism 1s someth. r i've felt
ever since | came up here, but 1t’s always been latent,” said one
Mount Hcolvoke senior. “Now white U. Mass. men are warn-
ing Black Mount Holyoke woraen to stay away from [the UL
Mass.] campus.” A subsequent teach-in on racism attracted
more than six hundred studi nts at Mount Holyoke.
® At the Unversity of Pennsylvania, a white fraternity was
closed after Black students protested a party at which two
Black women performed a strip tease show. ™
® At one university, a fratermty distributed a poster of a
Black <oinan with the caption, “Play with me.”
® A fraternity at a southern college was suspended for one
yea- after members admitted including a racial slur directed at
Blick women in the college yearbook. ™

@ "vinadents such as these, 1t 1s difficult to 1dentify whether
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or how much the atttudes and behaviors are based on racism
or sextsm It 1+ dear, owever, that racal and sexual stereo-
types work together to remnforce negative images of Black
woemen

Curricular Issues

“There has been o fadure of the cioriculum to keep up with the
scholarship on mimority and women's \tudues The curriculum s
not prepaning stud nts to deal with the multicultural society in
which they hwe We have to help students understand each other
and perhaps be able to iessen some of the tenstons that ave part of

[N

¥
society

“Thevy [Black males and females] are 1g vored personally and in the
curricdum  The Black experience 1s noc given any acknowiedg-
ment at all, and at the same time, ajority students are bemng
deprived of mformatton about the Bluck expertence. ... This leads
to a great deal of underlving tension, and to address the problem
long term, unwersities must change the nature of the curriculum,
change 1t so that all Amencans are acknowledged .and the
curriculum does not promote *gnorance.”™®

The 1960s and the 1970s saw the development of Black studies
and women's studies programs across the country. In many of
these programs and departments, however, the concerns of
Black women are peripheral. Black studies programs often
ignore Black vomen’s issues, while the women’s studies curric
ulum often focuses on the concerns of white women. Beverly
Guy-Sheftall and Patricta Bell-Scott note: “Althcugh the femi-
nist movement on campus has tried to represent the cross-
cultural orientation of all women, the movement at 1ts best
has attempted to transcend rather than confront the racial
tenstons and the complexities resulting from Black women's
involvement 1n the movement.”"

The programs in women'’s studies and Black studies depart-
ments are usually administered by white women and Black
men, not Black women. Thus, Black women find themselves
in «ituations where their concerns often are not heard or, at
best, where assumptions are made about their needs that are
not based on facts. As one of the respondents to the question-
natre noted, “In my women's studies class we had very little
ume to talk about the Black family and the role of Black
women. That's what I took 1t for.” To overcome this, some
Black feminists advocate the estabiishment of a separate Black
women’s studies curriculum where Black women scholars
have control of the content. ™

Recommendations

(J Develop special courses on Black women.

03 Hold conferences and workshops for faculty members and
students on Black women’s 1ssues.

0 Encourage faculty (by released ime, for example) to attend
workshops on how to integrate material about minorities—




espeatally Black women—into then mamstream courses

O Encourage campus hbraries to collect and pubhicize mate-
rrals about Black women,

[J Ensure that Black women's issues are oiven attention
whenever programes are developed concerning Black e
[ Use the experase of Black faculty members to plan campus
and community programs that support ap understanding of
Black culture For example, the University of Texas Ausun
produces a radio program called 1 Biack Amenaa™ that
showeases Black rescarch tsues

Black Women and Their Choice of Study

‘One dassmate had u Prof(‘\\m tell her that Biacas done dowddlm
math becawse they Lack spatial sense and math sense: She was
straight ‘A’ student and dus blew hermmd

“I'was i a cluss where we needed to doa group projece Al of the
groups formed without me, so the professor was forcd to assien
me They tried to delegate the impertant tushs to thomselies and
tried ta give me the trival asagnments 1 set them straight, thowsh
Any activiey that requared group wore was a tremendows stramn di
to prepedicial artiudes ™

Black women, like white women, have been encouraged to
major in the traditional “helping” fields (cducanion, <oual
work, nursing) as well as the social and behavioral seiences,
the humanities, and the fine arts Recent research and statist-
cal data <how, however, :hat Black students are diverafving
thetr choices of major into nontraditional fields such as busi-
ness, chemistry, and mathematics ¥

At historieally Black colleges, the entire unnversity structare
15 geared toward <erving the needs of Black studenes (both
male and female) and valdating therr worth »+ students
Predominantly white colleges do not generaily operate with
this same tradition and philosophy ** Although Black colleges
onlv enroll 30 percent of all Black <tidents in the country, a
larger percentage « f Black students successfully complete thar
degree at Black colleges The greater success of Black colleges
in retaining and graduating Black students—especially in such
fields as agriculture, biology, computer science, and business—
attests to Black colleges’ ability to provide the kind of intellec-
tual and environmental support taat fosiers Black studemts
success.? In some Black colleges however, Black women stu
dents (ke white women 1in predominantly white insututions)
actually set their goals lower than men. They perform more
poorly in math, experience more anxiety during competition,
and express more dissatisfaction with therr academic perfor-
mance than men.*

Often, Black women—like white women—-are unprepared
for math and science courses because they have been ander-
prepared in high school. Black women who major in non-
traditional fields such as mathematics, saence, engineering,
Q
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_computer science face the <ame kinds of difficul 1es that

Blaek women m all disaplioes may tacs, mduding

8@ cxperiencng dimunished self confidence such as tecling less
prepared i relation to dassmats

@ lcarnme how to adjust to a predommantly white and male
environment, cultura barriers, and raaal 1colation

@ ovperiencing negative faculey evpectations

@ Jealime wich a Lack of faculty role models

A report on the racal chmare ar the Massachusets Institute
of Technelogy sammarizes the evpertences of Black women
tand men? students i the tields of math, saence and engr-
neering ona predomiantly whiee campus e condudes that
Black students (hoth female and mualed tace the same pressures
that amv ~tudent would (acadenuc workload, pace, general
adiustments), but that there arc additional race-related pres-

sures that muake an alrcads demanding experience worse

Recommendations

Some kevs to success for Black women students who e v need
VAT cncouragement to pursue careers in nontraditional
ficlds are

L Programs m elementary and muddie school w0 encourage
students to embark on ~aentific and technical careers

O Mentors and role models throughout students” higher edu-
cation expertence.

O Supportive programs in undirgraduate and graduace
schoel that help build and mamntain students” self-esteem as
well as sharpen therr academ:c <kills, ¥ Minonity «ffairs offices
and women's centers can be espeaally helpful.

L1 Faculty members whe, interact with <tudent . and demon-
strate confidence i students' ability to learn

C1 Small-group and collaborate ¢ learning, espeaially m tech-
nical disetphines such as mathematics, science, computer sci-
ence, and engimeermg Un Trersman hae established <uch a
program at the Univeisty of Califorma-Berkeley that helps
nnnority students excel in mathermatics

Res.dential and Social Life

“You're wsualls the only Blach person in sowr class There's no one
her to relate to- thet leaves sow loched 1p in ~ow 100m, watching
TV, listerung to ~owa tapes, and gomg home on the weehends ™

“Another example offered by a Black graduate seudent (and echoed
by other Black women) concerned the health conter “You seare
them or something They (meerns) walk meto a room and Black
w naen are there and the pomp manhe th A naie apprehensions
abou, wv s st more comfportable not o po "™

The quality of the socal and readential hfe that Black women
experience can have a profound and lasting effect on the
maturity, growth, and self-esteem of Blak women students.
Hitorieally Black colleges and univeraties have, for more
than a century, provided residential and soaal environments
where young Black women could develop withm a relanvely

poy
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safe environment, free from racsm, but not necessarily from
sexism.™ Predominantly white colleges and universities may
provide broader educational opportunities for Black women
students but they treat Black women differently on the basis
of both race and gender.” The following discussion mghlights
factors that affect the lives of Black women on residential
campuses and present barriers w their actne participation in
university life

Because there mav be few Black female students on pre-
dominantly white campuses, and because wlite and Black
women may find 1t difficult to socahze with each other,
Black women often spend tme alone in their residence halls
Some residence hall advisors do not respond n a serious
manner to concerns raised by Black women or other women
»f color about preblems in the dormitory. Advisors may not
be aware of the affirmetive action policies and mirority stu-
dent services cn campus and therefore are not able to be very
helpful to students secking advice.

Petty hostility toward women and racism toward mimority
women 1s often expressed in social and residenuial settings. In
some colleges, posters and fiyers that stereotype minority
women have been allowd to remair: on the walls of residence
hails. White fratermities and sororities sometimes sponsor
events that are offensive to Black women students: fraternity
men have dressed as members of the Ku Klux Klan, staged
mock hangings, or hired Black strippers. Activities sponsored
by Black women’s oiganizations are often undervalued or
ignored.

Black women students, like all students. want to make
friends and grow socially within the college environment.
These concerns are a challenge for Black students if they
percewve little within that environment that allows them to
experience a sense ot belonging—an essential component for
social adjustment. In this section we will look at dating, soc: !
acuvites, and student government and leadership issues.

Dating. Dating can be problematic for Black woraen on
both Black campuses and white campuses because there are
fewer and fewer Black males on either kind ot campus. On
some college campuses, the raun of Black women to Black
men 15 two to one.” Additienally, Black males tend to date
interracially more often, while Black females do not cross
racial lines as frequently.”® One student respondent to the
PSEW questionnaire notes, “A lot of women are upset if there
are no men in their lives and there 1s some hostihity toward
interractal couples.” Tension 1s thus created between Black
and white women as well as between Black women vying for
attention from Black men. Says one student, “Lots of people
don't even speak to you. They are busy competing with you,
with everyone, for the attention of the few brothers.”* QOne of
the student respondents comments, “I tell my Black women
friends they do not have to sit in the dorms on the weekends
and look at each other, they can go out together. Or they can
date white men or other minority men. | have done that.”
Smmselors have noted that a lack of opportunities to date
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may affecr the emotional well-being of some students, inter fer-
ing with their mental health as well as thewr ability to concen-
trate on their studies ™

Social activities. One of the most stable and enduring
soctal outlets for Black women on both Black and white
campuses has been the Black sorority For example, Delta
Sigma Theta, one of several major national and 'nternational
Black women’s Greek service organizations, has more than
125,000 members, many “ them famous Black American
women such as Barbara Jordan, Shirley Chisolm, and Lena
Horne ™ As Margaret Edds writes in the Los Angeles Times,
“What the Black sisterhood offers Black women then and now
15 psychological strength 1n an often hostile environment
(both within and without the university), a place of comfort
and purpose for Black students whose opportunities were
hmited by white society; anu a source of leadership training
for the roles that Black women would play in the larger
socety.™ Additonally many of these sororities have comple-
mentary relatonships w:th Black fraternitics, and often pro-
vide the oppertunity for Black men and women to meet and
socialize.

Student government and leadership. Student government
activities on campus can provide a way for Black female
students to develop leadership skills and self-esteem. It 1s no
acadent that Black women's colleges like Spelman and Ben-
netr graduate women who develop leadershup skills as a part
of their college experience. The majority of Black women 1n
higher education do not have the benefit of an all-female, all-
Black environment in which to grow. On predomnantly
white campuses and on coeducational Black campuses, Black
women do not often take leadership roles. They must deal
with both gender biases and racial barsiers.® Several of the
respondents to PSEW's questionnaire addressed thus issue:

“There were so few Blacks on campus that [ had no Black
constituency.... My supporters were a coalition of wom-
en, minorites, and white wales who wanted to see
change”

“l don't have ume for student government or campus
politics—I am really too busy with the politics of survival:
trying to get my degree and keep my job.”

Recommendations

O3 Develop student services that reflect the presence of Black
women on campus. For example, train resident assistants to
deal not only with racial and sexual 1zsues but also those that
affect Black and other minority women.

O3 Ensure that programs (such as films and speaker series)
include Black women'’s concerns. Invite Black women to speak
on campus.

[T Establish centers where Black students can meet for social
and educational exchanges. While these centers may be con-
stdered separatist by some on predominantly white campuses,




these centers provide an “oasiy,” a place where Black students

feel comfortable on predominantly w hite camnuses They also
provide a place where Black women and men can mecet and
soctalize with each other Centers of this type extst, for enam-
ple, at the Unsversity of Maswachusetts-Boston, Harvard Uni-
versity, and the Mascachusetts Institute of Technology

(d Support the establishment of networks and orgamizatons
for Black women students who are members of <peaial groups
(for example, Black women reentiy students, Black women™
lesbian groups; or Black women m particular fields of study?
(d Create special place. on campus for Black reentry women
For example, Chatham College (LAY has set aside a pecral
dormitory tv take care of the needs of rerurning women
students including Black women ¢

O Encourage Black female students to partiapate in leader-
ship activities such as student ascociations, <tudent Jdubs, and
internship programs, Universiev personnel can tap Black
women's professional organizations to help provide mentors
and role models. The Counal of Negro Women and numer-
ous sororties have local ' prers that can provide Black
female students with leadership opportunities

(3 If the campus stere sells toretnies, include personal care
ttems for Black women

Reaching Out to Black Women Students

“Institutions that are most successful i graduating mmonies stie-
dents have developed programs and seriices not onls to meet the
needs of minoruty students, but also to uffect other college students,
faculty and the administration through povitite endor.ement of

cultwal and academ ¢ du ersity ™

“Universities generalls do not tolerate elarmp depiciencies o »ung
mal productwty in thew athletic programs or Ssal arcas, why o
tolerated among retention programs”™

“There must be some cvidence of institutionai commitment to the
needs of Black or minority students The mstitunion that does not
have u cadre of Black professors und udmmistrators is gomg 1o hat e
a tough time selling 1tself to Bluck students ™'

The atutudes and behaviors of faculty members, student
services staff members, other campus employees, and student
peers frequently determine how well—or how poorly—women
students are served.”® Umiveraty academic programs and sup-
port services may overlook the needs of Black women students,
There 1s increasing anecdotal as well as statistical evidence that
minority students” acadermuc suceess n college 1w linked to
certain emotional, sotial, and academ supports as well as to
positive campus environmental factors that encourage and
challenge minority students to achiese™ There 1« an abun-
dance of research that attempes to predict which students will
drop out of college and why'™ Students drop out for many
(§~ons; some are alterable, some are not.™
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Michael Nettles, arescarcher with the Educanional Testung
Service, savs that one determimant of a student’s satsfacuon
with his or her unnersty esperiencd 15 the pereeprion of
discimunation direcred against lim or her, “In terms of wuc-
cess predutors the best predictor of performance among
people m college, resardless of whether they are Bladk or
white, iv the feeling of discrinunation People who feel less
disccnmunated against racally tend to perforin better at uni-
verste Beatnz C Clewell and Myra S Fuklen examimed
four universities with successful retention rates and found
that they had nine factors in common,
® dear policy statements on retention

istitutional commitments to retention from the top down

institutionalization of retention programs

favorable insututional imate

]
[ ]
[ ]
® comprehensive student services
® dedicated statt
® data collection,
® faculty support
® nonstigmatization of the partapants

Several support services and retennon programs witlin
colleges and universtes are of spedial value to Black women
Finanaal ad counselmg, adviang, mentoring, and learning
assistance will be discussed later inthis paper

Recommendations

L] Increase the presence of Black female tacutty members and
adninitrators on campus They can be role models for Black
temales as well as other students who may not be accustomed
to secng Black women i leadership positions

0J Develop comprehansive recruitment and retention inita-
tves that nvolve the entire unversity Ensure that resources
are aliocated from the top down “The Madicon Plan,” devel-
oped at the Univerany of Wisconsn-Madison, 1« an example
ot this kind of comprehensive program The plan wms o
double the number of minority students at UW Madron and
add more than two hundred nunoney facults members, aca-
demic stafl, and dasstfied «tatfin the nest thiee to five years™
[J Enwure that retention and recruitment programs deal spe-
afically with Black womien

O Reflect in recrutment matenials the diversity that the cam-
pus 1s trying to foster, A photograph of a Black feraale «tudent
actively involved 1in campus life often says more to prospective
students than carefully prepared speeches

O Sponsor actvities that vahdate the presence of Black fe-
male students on campus For example, the Univeraty of
Cabformia-Davis has an annual “Black Fanuly Week” 1in
which Black females play a key role,

O Ensure that outreach programs, such as summer ortenta-
tons, are attentive to the needs of Black female students

(3 Include Black women 1n carcer programs and other
tuversity-wide programnutig

(J Encourag  ‘culty members and chairs of departments to
seek out Black female students and include them 1 mformal

O




gatherings with other students.

O Encourage recruitment officers and faculty members to be
open and honest about the campus, the curriculum, and the
experiences of minority students. A program at Smith Col-
lege (MA) uses its Black alumnae to tell students about the
chmate for Black women on campus.

0 Examine retention strategies of historically Black colleges
and determine which of these strategies could be implemented
on your campus.

0 Establish student peer workshops in which older Black
female students are paired with younger students.

U Involve Black women alumnae 1n developing policies and
procedures to create a nonracist, nonsexist environment
These women can serve as role models and me:rors for Black
women students—especially on predommantly white cam-
puses.

U Incorporate the knowledge of Black parerts into long-
range planning on campus. Many Black parents are valuable
resources because of their creativity 1n helping their children
obtain college degrees ™

U Eniist the help of Black business owners and profession-
als—including Black women-in rercntion efforts. These mem-
bers of the communrty can play major roles .n encouraging
and mentoring students.

Admissions and Financial Aid
It has been documented elsewhere that Black students (both
male and female) are more likely to go into debrt to pay for
their education than are white students.” These costs may
also explain why many Black women studrnts choose to
spread out the cost of education by attending school part
time.” The admissions and financial aid processes, which are
often students’ first exposure to the way a unwversity works,
can set the tone for students' participation both within and
without the university ™

Black women, like all other women and men o color,
sometimes face discriminatory treatment that hampers then
educational experience. Following are examples of discrimina-
tory treatment of Black women.
® Questioning Black women about their seriousness of pur-
pose. (“Are you sure that you want to major in something this
difficule?”)
® Asking questions of B! i_k women, but not of men, related
to their potential or accual marital status.
@ Treaung part-ime Black women studen. as if they were
not serious or had less potenual than other applicants.
® Denying or hmiting aid to part-ime students, many of
whom are Black women who may also have family and job
responsibilities.
@ Offering women ard men with children different kinds of
aid because of sex-biased assumptions that men shoulder
more of the family costs.’® Black women are more likely than
te women to be single parents with total responsibility for
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the economic support of their families.”

® Approaching the 1ssue of marital status and family
arrangements with little sensiivity to lesbian and gay stu-
dents.™

® Failing to ensure that Black women students are aware of
the financial aid process espeaially if they are the first 1n their
family to go to college. Black women students need to have all
avatlable informauon, including exactly how much money
they will need and how most effectively to descride their
strengths on admissions and application forms.™

Recommendations™

O Examine criteria, rules, and regulations for awards, fellow-
ships, and scholarships periodically to ensure that Black wom-
er. are not excluded.™

[ Award grants rather than loans to Black women students
whenever possible. If Black women students did not incur
large loans for their undergraduate education, they might
have a greater incentive to go on to graduate school.

O Encourage Black women to participate in on-campus work-
study employment This would allow for riore involvement in
the life and culture of the university.

0 Develop career-oriented programs that are adaprable to
the needs of working Blzck femaie students. The PACE pro-
gram at California State University-Dominguez Hills offers a
bachelor of arts degree to adult learners with ¢!asses held in
the evenings and on the weekends at community sites.?
Trinity College (DC) has a similar weekend B.A. program.

Academic Advising and Mentoring

“It 15 clear to me that we as Black administrators and faculty at
both white and Bluck colleges can play a greater role in keeping
Bluck students envolled once they are recriuted. We must begin to
examine cnitically the quality and quantitv of mentoring relation-
ships with students We can never establish too many of these
relationships ™}

The rapport that develops between students and their pro-
fessors and academic counselors 1s often critical to students’
success. Black women students frequently miss out on the
experience of having a mentor or advisor they can look to as a
role model. Black women faculty members and administrators
are scarce on many campuses and those who are there are
often overburdened with committee work and other obliga-
tuons. The lack of Black women leaders on college and un:ver-
sty campuses 1s a distinct disadvantage for Black women
students.

Unfortunately, Black female students frequently meet with
negative behaviors and attitudes that discourage them and
diminish their efforts to be serious studenre Dlack women
may be encouraged to take courses and choose majors that
continue to put them 1n traditionally Black and female cecu-
pations, such as teaching and social work.
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Just as faculty members often know the names of more male
students than female students, faculty members may be lew
likely to remember Black women's names. One woman notes,
“It really made me angry that even when 1 corrected this
person, he continued to ship and call me by another person's
name; after a while 1 did not even bother o correct him ™
Some advisors may forget appeintments or spend less time
with Black women students than with others.

Some people treat older Black women-reentry women—1n a
patronizing way.™ A returning clementary school teacher
notes, “My advisor did not even bother to find out my back-
ground unul I kept impressing upon her the fact that 1 had
already had university experience, albert ten years ago™

Some Black women find that, because ther advisors are
uncomfortable with them, the advisors often do not give
honest assessments of the students’ strengths and weaknesses.
Several respondents to the PSEW questionnaire expressed
concern that therr ad wor< attempts to be “nice” made get-
ting helpful feedback difficult. Black women express concern
also that their ad .ors do net really get to know them as
people. Notes one woman, “1 feel < formal when I go m w©
talk to him. It's like we are having a meeting with an agenda.”

While many faculty members and administrators «ee the
establishment of mentoring programs as essential to retaining
Blacks and women, here are different 1deas about what con-
stitutes good mentoring.”* ldeally, a nrofessor takes an under-
graduate or graduate student under his or her wing, helps the
student set goais and develop skills, and facilitates the stu-
dent’s successful entry 1nto academic and professional -
cles.* Good mentoring programs provide the oppo. tunity for
both faculty and staff to share therr expertuse and maghts
with students either on a short- or longterm basts Good
mentors can be Black or white, female or male, Tt 1n't casy for
Black women students to find mentors for several reasons.
Many potential mentors are unfamihar with Black 1ssues and
women's 1ssues and may be unable to relate to the needs of
Black women students, Many white mentors—male and
female~find 1t difficult to build a truly sharing experience
with Black females.™

Rescarch done at Hunter College shows that white male
mentors tend to view their male proteges as having long-term
commitr .cnt to their careers while they view their female
protégées as needing help to get through school or to der a
job.® Although Black male mentors may be aware of the
special needs of Black students, they are not always aware of
the special needs of female students and may give Black
women less support.

Some Black women do not feel their mentors show commut-
ment and belief in their capabilities. One woman respondent
said, “I am not ignored, but 1t’s just a poliee indifference thatl
feel.” Research by Charles Willie and others shows that 1t
takes many minority students about four years to orient
themselves and work to ther full potennal, white mentors
@  be using white students as the model for successful
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behavior™

Black women are often percenved as “aggressive” and
“pushyv” 1f, 1n graduate school, they mast on a mentor or
semeone who will be supportve within the departmeat. One
student says, “Lknew I was not going to be assigned to a good
mentor unless I made my voice heard. Bur it caused some
problems because graduate students are to he seen but not
heard " Herbert Exum, at North Carolina State University,
also notes the importanee of Black graduate students not
leaving the chowee of mentors to (hance.™ The realiy, how-
ever, s that a Black female student who asserts herself may be
further stereotvped

Older Black women mav have o difficult ume finding a
mentor Some faculty members may doubt older students’
seriousness of purpose or they mav nustakenly believe that
older students do not need as much guidance. Other faculty
members may be uncomfortable mentoring women who are
older than themselves “I guess Tyust could not behave young
and nane enough 1 wanted vomeone | could talk with, not
Just someone to talk at me,” <aid one of the respondents

Recommendations

0O Tram counselors wo evaluate and -espond to the academic
needs of Black women students—especially reentry students—
many of whom can afford to take only a minimum number of
Lourses.

07 Encourage Black female <tudents, and especiallv reentry
studenty, to explore a variery of pracucal Skalls such as math
profiency and computer hteracy. Jereey City State Collea.
has a series of four day-long workshops designed o assist
single mothers, displaced homemakers, and other reentry
women i updating <kills and corsidering career changes and
options,

00 Work with faculty members to increase their awareness of
the special views of Black women by devclopimg workshops
and discussions and disseminating materials,

Graduate Students
“What's this countrs gomg to look like m the next couple of decades
if we have u population that tv 55 or 60 percent non-white, and all
the educated people, all the leaders are white?

v

We're gome to

hat e a serious sense of socwad dnlocation

In addition te the rolwon and fructration that all under-
graduates feel, graduate students often experience more subtle
discrimimaton i their course of studv. Some believe this may
be onc of the reasons thae Blacks (both men and women) are
choosng not to pursue doctorates, but o go into fields requat-
g only a first professional degree (such as computer saence
or business).™ Sull others porat out that Blacks (both men
and women) graduate from professional schools at only sight-
Iy higher rates than from graduate «chool ™ According to
Michael Nettles of the Educanonal Tesung Service, many




minonities are entering the work force as soon as they gradu-
ate from college “Thar undergraduate degrees in vocational
areas like business administration, engineering, and health-
reated professions have prepared them already for careers
Up 10 50 percent of undergraduates postpone or never pursue
graduate education.”™

In 1975-76, Black women ecarned 8.7 percent (10,979 of
Master's degrees. In 198485 the numbers dropped to 61
percent (8,739) as compared to 11.3 percent for all minonity
women and 82.3 percent for all white women 1n 1984-35 (all
women had a shight decrease 1n this area wnce 1974-79)

Black women carned 5.7 percent (442) of the doctorates in
1974-75, and 5.4 percent (593) of the doctorates 1in 1984-85
This compares to the 10,9 percent figure for all minority
women and 34.1 percent for white women * The doctorates
awarded tn Blacks (both men and women) are concentrated 1in
educaton and the social saiences, with less than 2 percent
each in the physical scences, the biological and hfe sciences,
and engineertng."

As mentioned carlier, historically Black colleges and univer-
sittes have been successful in graduating students who go on
to obtain doctorates. This 1s due, in large part, to the fact that
they have a proven track record in hiring Blacks and offering
educauonal and career opportunities for their students ™
More than two-thirds of the professors and administrators in
historically Black schools are Black and provide excellent role
models for students.™ A study by Marion Brazziel Associates
on Black doctorate recipients from 1975 to 1980 indicated that
55 percent of the 6,320 Black doctorate reaipients during that
period receved their baccealaureates from 87 historically Black
colleges and universities.™

In spite of the excellent job that historically Black colleges
and universities do in gradusting large numbers ot Black
Ph.Dis (males and females), Black women sull face many
obstacles. The following discussion points out barriers that
Black women often face—1n historically Black institutions and
especially in predominantly white colleges and universities—as
they consider graduate degrees,

Barriers to the Graduate Degree

Black women students often do not receive encouragement
from counselors and advisors w0 pursue graduate traming.
They may feel 1solated on predominantly white campuses and
may not get to know facultv members who can write letters of
recommendation or help them secute finanaal assistance. A
respondent to the PSEW questionnaire notes, 1 was never a
part of the i’ 2roup n my department, | never heard of the
scholarships or the <peaial programs.”

Because of the nature and requirements of graduare tramn-
ing, a student’s success 1s gready affected by the type and
quality of the relationships <he develops both with facules
members and with other students. Such relationships are
E{t'nc'ally shaped through the dose assocation that comes
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from being a research or teaching asststant. An analysts of
1985 Natonal Research Council data found that 13 percent of
Black doctoral students (men and women) reported having
1ecened teaching and research assistantships during therr
graduate career. The figure for all graduate students who
recened teaching assistantships and research assistantships 1s
30 percent Eight percent of Black sraduate students received
teaching assistantsnups compared to 14 percent of all graduate
students and only 5 percent of Black graduate students re-
cenved research asssrantships compared to 16 percent of all
graduate students. These differences were especially cvident in
the physical ciences where 42 percent of all students were
supported by research assistantships, but only 17 percent of
Blacks receved sach awards.'®

There 1s often not enough financial support avatlable to
Black female graduate students. Black women, whose average
salaries ate less than rhose of whites and Black men, are often
reluctant to take out additional loans to pay for graduate
educavon. In additon, many single parents and reentry wom-
en do not have the ume or money for full-ume graduate
education. A respondent to the questionnarte says, “ would
love te go to graduate school. Bur [ have already borrowed
from relatives to get this far; [ cannot afford to go on.”

Despite the nuuiber of Black women entering professional
schools, they are often still viewed by others and view them-
selves as strangers or outsiders. For example, the Black women
who partiapated 1in a pilot study of law schoo! students’
perceptions of gender bias repor ~d that Black women volun-
teered 1n class less often than men; Black women believed that
their professors often 1gnored or overlooked them when they
did volunteer; and as a result, Black women volunteered less
and less frequently.™ A simular study conducted at Stanford
University examined graduate students in the fields of sci-
ence, engineering, and medical sciences: 13 percent of the
respondents were minortty men and women. The results
showed that minonty women (and women n general) were
affected negauvely by the sex of the advisor more often than
men, had fewer responsibilittes in their research groups than
men, were less certain about holding academic appointments
than men, published less than men, and showed less self-
confidence overall than men.®

Black women often have their credentials tested over and
over agam. They must constantly fight the sugma of being
percetved as an “affirmanve action candidate” in graduate
school. One woman at Stanford 1 engineering and physical
sciences notes, “It was pointed out to me that [ was female and
a minonty and otherwise would not be at Stanford. Also,
{people said there was] no way 1 would pass qualifying exams,
et... Several umes [ nearly gave up because of this™?

Black females have even less access than white women or
minority. men to informal interaction with thetr advisors
outside the advisor-adv isee relationship. Black women are less
likely to be mvited to lunch, to be invited to the home of the
advisor, or to be engaged in casual and spontaneous conversa-




ton.'™ A graduate student responding to the PSEW question-
naire says, “It was re+ v hard not to b > hurt when my advisor
wouid invit~ students (male, female, and white) out for a
drink, and exclude me.”

Recommendations

D3 Encourage the establishment of Black women student sup-
port groups and netwecrks within departments and a ross
school boundaries. Encourage Black women te join profes-
sional associations and the Black women's subcommittees and
cavcuses within these associations, (A listing of these groeps
appears at the erd of this paper.) Encourage students tw find
out what opportuntties these ergamizations offer Black
women.

(J Have Black women professionals visit campus and meet
with Black female ctudents.

0O Make sure that the needs of Black female graduate students
are generally integrated into overall graduate program poli-
cies. For ex~mple, Black women should be made aware of, and
encour~ged to apply for, resources such as rescarch oppor-
tumties, financial aid packages, teaching and rescarch assie-
tantships, and mentoring opportunitie:.

O Make special efforts to form partnerships with jovernment
and bustness to develop financial support programs for Black
female students. The McKnight Foundation and the Univer-
sity of Florida are working together to bring more Black
students into doctoral programs. Columbia University (NY)
has established a doctoral program for minonty women with
a grant from the U.S. Depa.tment of Educaton’s Women®s
Educational Equity Act Program.'

O Establish long-range planning programs to accommodate
the needs of Black women graduate students. For example,
the University of Tennessce-Knoxwvitle, with a grant from the
National Instut.te of Education, has estabhished a three-yea
program ‘o tncrease the parucipation of women and minor-
ities 1n educational rescarch.™

O Establish core graduate courses i writing and rescarch
methods so that students can acquire or refresh their shiths (o
necessary.

0O Team Black female graduate students in therr first term
with actwve faculty researchers. This carly mentorship will
help to orient students to the graduate program as well as t¢
prepare them for the research they will be doing

Pre-university Students

The quality of precollegiate education 1s <ritical in determin-
ing whether Black female students go on to higher education,
what kinds of institutions they attend, how they perform, and
whether or not they will be able to complete therr univeraty
education."" If Black girls are 1o choose carcers in nontradi-

uonal fields such as math, science, computer science, and
engineering, 1t is important that their academic and emov -
@ reparanon begin in grade school. The following are rec-

ommendations for colleges and universities interested in
helping Black female students achieve at every level i the
educational process

Recommendations

(3 Establish partnerships with the elementary, middle, and
sccondary schools that feed students into university pro-
grams. These partnerships should be considered investments
{or the future of the universty as well as the community.

03 “Adopt” a school in the local area to en ourage long-range
plann ng for the presence of Black female students in college.
Work with teachers at the public school to prepare prospec-
tve Black female high school and junior high students for
college. Ensure that existirg programs with community
groups a~* not tnadvertently excluding Black females.

O Involve Black girls in self-csteem butlding activities early 1n
their schooling Participating in wriung and reading programs
and academic competitions and sports are ways to develop a
positive sense of self. Universities can sponsor such activities
throughout the vear or during spedial summer sessions.

O Provide pre- and in-<ervice traiming sessiors for teachers
and adminstrators who work 1 predominantly Black pn-
mary or secondary schoots Participants <hould discuss the
impact of racial and gender bias in the dassroom, 1in the cur-
riculum, and in society. For example, 1t 1s important for
teachers and administrators to recognize and counteract the
ways 1n which girls learn that it s not appropriate for them to
participate 1n certain “male”™ games, courses, Or uLcupations.

0 Work with school counselors and teachers as they assist
Black female students m understanding the relationship be-
tween ther education, their future careers, and other hfe
options

[ Estabhish spedific programs to encourage Black female siu-
dents to take courses in mathematics and saence, begimning
i elemenrary school and contimuing through high school.
Too often, girls do not take the appropriate math classes to
prepare them for technical careers. The Univeraty of Kansas
Fas established a program for grades five through nine. The
Unuversity of Michigan, Mitls College (CA), the Umiversity of
Nebraska-Lincoln, California Polvtechnie Umiversity-Pomo-
na, and the California State University campuses of North-
nidge, Fullerton, and Domunguer Hills have estabhished
programs for high school gark '™

(7 Work with Black profesaonal organizotions and . nsortia
to establish a research agenda on the education of Black
children. The Navonal Conference en Educatng Black Chil-
drea, a consortia of Black educators, adminustrators, and
organizations, has been holding a sertes of conferences to plan
a natonal education agenda Reglonal unneraty expertise
could be a part of this planming. "

O Incorporate information and «trategies about Black woms-

n's 1ssues i teacher and counselor tramimg programs.,

0 Form partnerships with community colleges i the area.
Many Black women who go on to college enroll m commu-
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nity colleges after they graduate from high school. University-
community college partnerships could ensure that the

community college experience 1s percerved as a bridge to the
baccalaureate, if the student goes to work after acquiring an
associate of arts degree, her resumption of study can be
facilitated by approprate counseling and resources. Unnver-
sities and community colleges should also ¢nsure that.

t1smooth transition from the community college to che
university takes place

0 Black women students take advantage of financaial ¢
packages >0 they can attend school full sime

t1 child-care needs are met

U on-campus employmen. - available

d

O orientation and wnvolvement 1n campus activities are
encouraged

0 academic support services such as women’s centers and
reencry centers are provided

Conclusion

Although in some ways the cimate for Black women students
is stmilar to the climate for other women and minortzy nen,
this report demonstrates how Black women students” expert-
ences 1n higher edecanion differ greatly from other groups.
They are unique as members of two underserved populations
on campus. Colleges and universities wishing to attract and
retain Black women students need to make the hiring of Black
women faculty and administrators o wp priority. When more
Black women are 1n positions of authority and influence on
campus, the environment for students will improve. Black
women students will be able to count ¢n advice and support,
they will know that their concerns and interests are valued,
and they will be able to look to role models for help in setting
goals and nourishing hope for the future.

Professional Climate Issues
“The academy remains one of the most endurmg exclusie soctal

clubs The process fof tenure] v subjective, lihe joming a
club ™"

“I don't know about other women of color, but Black women are
expected to work very hard, be verv quaet, and be vers grateful
that they have a job White women are expected to be just as qutet,
but thex do not have to work as hurd or be grateful White males
can do whatever they want

“Black women facults ind admmutiators often bear the bunt of
jokes and subtle and overt ethni and gender menvitivces of ther
wlleagues Because many of them are juntor thes feol thes hate
little power to change thing, ™

“As long as | did not have to be taken 1ers seriouwds, there did not

seem to be ¢ problem Houcier, as [ moved up the ladder and
L.
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amed more education, the Jdimate cooled considerabla Perhaps

I st became mor . saves and recognized the cotert racism more
Particularls galling s the fact that the w hites who report to me are
sometimes accorded more respect than I am and are able to gain
dccess to mformation that | cannot This even includes white
students! | am sometimes not informed of significant events about
which 1 showld be apprised [ am also frequently seen as the person
who can solve all of the problems (the ‘niammy’), and all kinds of
things get dumped on me  Of course, anv African-American stu-
dent o1 African sudent who s m trouble becomes my responsibil-

TN

Black women faculty members and administrators face nu-
merous barriers to their growth and success in academe. Issues
such as support, retention, research, teaching, and tenure are
affected by the climate for Black women at both predomii-
nantly white institutions and historicaily Black institutions.
Equally, the leadership, advocacy, and career sausfaction
Black women administrators strive for are affected in subtle
ways by a sometimes chilly and unwelcoming environment.
To effectively recruit and retain more Black women faculty
members and adminustrators, colleges and universities need to
understand these barriers and institute policies and programs
to overcome them. This section will examine the climate for
Black women faculty members and adminustrators and recom-
mend policies and programs to increase recruitment and re-
tention of Black women.'

Bewween 1977 and 1986, the number of Blacks earning
doctorates declined by 27 percent. Experts foresee severe
shortages of minority faculty members for years to come.
There has been a shift in the male/female proportions of the
Black doctorate pool. After a slump in 1977, Black women
substantially increased their share of the doctoral degrees.”™
In 1986, they received almost 61 percent of all doctorates
awarded to Black cand.dates, compared to 39 percent in
1877 I Black women who attain docterates tend to be older
than the average student, take longer to get their degrees, are
married, have parents with imited educational attainment,
and are most likely to earn their doctorates 1n education, the
soctal sciences, and the professions.'’

More than 70 percent of all Blacks with doctorates are
employed 1n academe. Blacks 1n general have the lowest facul-
ty progression, retention, and tenure rates in academe, with
Black women most concentrated in the lower academic ranks.
Black women faculty members are also concentrated 1n two-
and four-year colleges and universities (including historically
Black schools) rather than in research universities.™ Black
women constituted 1.9 percent of full-ume faculty 1in higher
vducation 1n 1985. they made up 0.6 percent of full professors,
L4 percent of assouate professors, 2.7 percent of assistant
professors, and 3 percent of instructors, lecturers, and
others !

Although Black women have had a rich tradition of leader-
ship i the aigher education of Blacks i the US| therr status
as admmistrators todav s nor impresaave,' 1n 1985 only 3.4




percent of adminstrators in higher education were Black
women; white women constituted 30.4 percent ' The major-
ity of Black women administrators are emploved on Black
campuses and are generally concentrated at the lower admin-
istrative levels (below dean).”* They are concentrated in stu-
dent affairs and specialized positions, such as affirmative
action officer and assi.tant to the president.”’ Like Black
female faculty members, Black female admuinustrators tend to
be older than white female administrators, are married, and
are concentrated in two-year rather than four-year mnstitu-
tions."! Twenty-two colleges and universities 1in the U.S. are
headed by Black women."* Black women administrators gen-
erally earn 15 percent less than their male “ounterparts 1™

Recomme=.ations

0 Try not tc evaluate the overat! climate for women on your
campus on the basis of your own behavior and intentions
alone; while you may be sensitive to issues of the campus
chimate for Black women, others may not be.

T Estabhish a departmental or unit policy stating that racist/
sexist humor and comments are offensive and will not be
tolerated. The department could reinforce the university poli-
cy (if one exists) and place 1t in a departmental handbool or
code of conduct.

O Include Black female faculty and administrators i infor-
mal gatherings and meetings.

O Give faculty members and administrative colleagues, supe-
riors, and others feedback for any efforts to creats an cquita-
ble professional climate for Black women.

O Avoid comments that perpetuate stereotypes about Black
womer: in professional roles. For example, do not say, “Dr. X
was really bitchy because the report was late” Say nstead,
“She was really angry because the report was late.”

O Assume the best when colleagues work together. Too of-
ten, interchanges between male and female colleagues arc
viewed as sexual liasons, collaboration among women 1n
general 1s scen as “plotting,” and collaboration among Black
women 1$ seels as “separatist.”

O Recognize comments or suggestions by Black women by
responding in some way. Responses to the PSEW question-
naire suggest that some Black women believe their contribu-
tions are gnored.

Affirmative Action Dilemma

The values of the university administration and those of the
faculty and staff are often in conflict over affirmative action
issues; Black women get caught in the middle. For example,
James k. Blackwell and William Moore, Jr., note that the
attitudes of faculty members on affirmative action are highly
complex and lack uniformity.””” Blackwell states, “People are
motivated by economic self-interest; hence their responses to
programs like afhrmative action will be dictated 1n large part
'@ ‘rceptions, real or imagined, of the threats to their own
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sense of economic entitlements imposed by the implementa-
tion of such programs.™ Verbal support for affirmatve ac-
tion does not necessarily transform self into support of a
program or of new minority employees once they are hired.
Some faculty members may believe that Black women are
hired only because of afirmative action, not because of their
qualtfications. Black women may be stereotyped, resented, or
even treated with distespect because they are percerved as less
qualified. Responses from PSEW™ questionnaire bear this out.
Faculty respondents note:

“When I first came to the department, 1 was the ‘token’
needed for affirmative action purposes. Now 1 believe
that among whites I am viewed with suspicion. 1 also feel
some sense of competitive concern among minority
men.”

“Intnally I was viewed rather skeptically—as though I was
an afirmative action candidate who did not deserve the
job! Thus I felt the need to work twice as hard as
everyone else to be accepted. Eventually I was accepted
as someone who could be depended on to effectively
complete assignments ”

“I was sought out to be the Black female hire in the
department, and they never let me forget 1t. [ am treated
In a patronizing matter. Very few people 1n the depart-
ment appredate my perspective—even NOw — 'er two
years.”

“My appointment was seen as an affirmative action hire.
People did not expect me to be successful. But | was
Some were actually rude enough to tell me so—thinking
it was a complhiment.”

Double Discrimination: Racism and Sexism
“Another Black woman who agan cchoed others aited condescension
towurd Black women as a more gencral problem among white male
Jaerdts and administrators She perceived the environment o> a
White male club’ whose membery were not realls concerned about
Black women lf vou had more Blacks, f vou had more women,
some of these problems would elominate themselves -

Black women not only experience the effects of racsm but
also those of sexism Racism and sexism may be so fused in a
given situation that 1t may be dificult to tell which s whick,
Black women faculty and adminsstrators on historically Biack
campuses must also deal with the problems of sextsm As one
faculty member said.

“It 15 v y difficult for me as a Black woman to have the
1ssue of sextsm treated as a legitimate topic by my col-
leagues. While they under<tand the interconnections of
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racism and sexism at an intellectual level, at the opera-
nonal level they tend to ignore 1t or dismiss 1t as not
pertaining to themselves.”

Black women may be ignored, 1solated, or passed over in fz cor
of less qualified people for promouions. The followin, : e =
few responses to the PSEW questionnatre by facultv membu
and admuinistrators:

“I have been upset by the racist and sexist treatraent that
I have received from both white men and white women
unable to deal with a Black woman i a position of
authority. Frequently, they would attempt to go over
head or around me to keep from dealing with me."

“Black women are treated differently than Black males,
especially in this setting where much mnale bonding goes
on around the male culture of sports.”

“Black men tend to fulfill the stereotype of the tradional
male role 1n higher education. Thus they are not chal-
lenging the system to the degree that a woman's presence
seems to represent. There 1s a tendency for white women
to think they can survive in academia by being the good
daughter—I've seen this work, and also rot wo-k. Dut this
1s a role closed to Black women.”

“I was treated most graciously when I came to campus—
many people 1n my depariment breathed a sigh of relief
that they had ‘gotten one’ So the pressure was off. But
on the other hand, I have been insulted, treated with
arrogance and a sense of superionty, especially by white
males. There 1s a sense that I ‘spoiled the party.”

“l have had several Black women come 1n to see me with
1ssues of raasm and discrmmination. The treatment for
Black women has been an.i il s very differcnt than that
for Black men, white woinen, and other : unorities or
women of color. Black women are faced sth racism and
sexism. Whites are ignorant about their racist behavior. ..
when Black women point this sut, then they become the
ones with the problem, often called ‘too sensitve.”

“In administration, males feel they are in a leadership
role regardless of their official utle. On commuttees, wom-
en (Black, white, or whatever) are there to do the work,
the men will make the policy. I+ »erienced the same
thicg from males when | was a * (ulty member. Men
generally have a world view that devalues (all) women's
perspectives.”

Recommendations
0 Especially when Black women are hired, department (hanrs
Q@ " search committees need to ensure that others know that
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their search was rigorous, that the person hired has the
quahfications to do the job, and to be exphicit in their support
of the Black woman they hired.

(J Encourage faculty members to review curricula to make
sure that racist and sexist materials are not used and that
cultural diversiy 1s promoted.'® This sends a message to
Black women and other women of color that therr cultural
perspectives have academic credibility and are valued.

{3 When instances of differential treatment occur, Black
women faculty men.ozrs and adminustrators may find 1t help-
ful to write down what has happened. This will help iden-
ufy kinds of differential treatment, determine patterns, and
disunguish between what happens to Black women as indi-
viduals and what 1s based on race or gender. A written
record might also be useful for documenting department- or
univessity-wide problems.

0 Ensure that Black women on commuttees are not assigned
stereotypical roles such as providing the food or doing all the
support work for a meeting.

The “Token” Syndrome

In higher education administration, as in society, the numer-
ically dominant group controls the academy and its culture.
The small number of people from other ethnic or racial
groups are often seen by the dominant group to be “tokens”
and are thus treated as representatives of their group or as
symbols rather than individuals.”® Black women faculty
members and administrators often find themselves in the
position of being tokens. Because there are so few Black
women faculty members and administrators, there is a ten-
dency for the majonty to ses these women as spokespersons
for all Blacks rather than as individuals with other qualifica-
tions. Black women are often asked to sit on committees as
experts on Blacks, and they are asked to solve problems or
handle situations having to do with racial difficulties that
should be dealt with by others. There 1s often no reward for
this extra work; in fact, Black women may be at a disadvan-
tage when they are eligible for promotion or tenure because so
much of their nme has been taken up with administrative
assignments. Respondents to the PSEW questionnaire offer
these examples:

“When I first arrived at the university (my first profes-
stonal appointment) | enjoyed the attention | received.
After a short while, however, I realized that the respon-
sibility associated with being the only Black female in my
college, and only one of a handful in the university, was
overwhelming. | have suffered several instances of burn-
out and exhaustion. As a consequence | have learned to
matntain a less visible profile as a coping and survival
strategy.”

“Overall my treatment has been fairly positive although




stressful at umes due to competing demand and dual
roles and expectations The accountability and time de-
mands that the Black female professor encounters are
espectally pressing given the fact that Black women occu-
py even fewer academic and administrative positions
than Black men. In addiion to serving as a role model
for the profession and the dicaphine, Black women must

also assume the role for gender Nobody recognizes the
burden.”

“Because of the paucity of Black professors at mv unn er-
sity, | am placed in the dilemma of being aii things w all
Black students. Note thac thers are only two other fe-
males (iIn a universaty of 16,000 students), one 1n the
school of medicine and the other in agriculture -and
both...have little contact with Black students™

“White professors contribute to this problem of over-
work tor me because they refer Black students who are
expertencing difficulties to me”

Recommendations

03 Seek the advice of Black female faculty members 1n arcas
other than afirmative action and minority ssues {for exam-
ple, in the areas of their academic expertise)

O3 Give Black women credit for work done on commattees or
helping students.

Mentoring and Support Systems

One of the conststent themes in this report 1s that Black
women in higher education are often viewed as others,” or
“outsiders.” As a result, they are rarely indluded 1in unn ersity
networks. They are less likely to be shown the practical
aspects of their job or recene support for their efforts. Joyee
Bennett Justus, Sandra Fremtag, and L. Liann Parker talk
about the lack of mentors and <ponsorship as a major stum-
bling block to the attainment of a successful academic career
for women '

Mentoring 1s especially useful early in the development of a
career with senior faculty members mentoring their junior
colleagues. Sponsorship 1s typically more useful 1n the later
stages of a career, for example when a junior administrator
wants to move up and needs a well-established senior person
to promote her accomplishments both on and off the cam-
pus.'” White males have been the usual beneficiaries of this
kind of support. Many women and minority members have
pointed out that the lack of collegiality in their departments
or offices 1olates them from professional networks, research
grants, and publisher.'® To move up the academic ladder,
one depends heavily oo wie support of departmental <ol-
leagues. Without this sponsorship, many women and mem-
bers of minority groups need to develop alternative avenues of
Q
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sort such as finding mentors 1 other departments or at

other istitutions © Facudty respondents o the PSEW ques-

tonnatre commented

“I'have had to create a sttong and wellitegrated net-
work across the naton. which means | am far from
olated, but I'mi ina unnveraty where 1 [do not feel
comfortable askmyg] the person nevt o me to go o
luach ™

“I'have gotten a great deal of support from Black female
staff members Although there has been some tension,
my overall involvement with Black female student (both
graduate and undergraduate) has been poatve, These
women have provided—though to a himited extenr--the
kind of support and encouragement system missing tiuin
my interactions with the faculty in my depariment ™

“We have noreal faculty mentoring or suppori programs
for Black women faculty What we nesd 15 a program
simtlar to the one created for students, Why not a faculty
mentor program for minority faculty? Why not special
assistance programs, relewsed ume, research grants de-
sined for minornities and women only?”

Black female admimistrators face simiar situations A respon-
dent to the PSEW gquestionnaire noted:

“In my posttion | have been able to hire some dynamic
Black women i professional positions, 1 haye also taken
the responsibility for offering to act as mentor to them, |
know how lonely 1t was for me ~tarting out i adminis
tration several years ago”

Recommendations

(I Make a special effort to help newly hired Black women
faculty and administrators feel welcome. For example, offer
personal support, explamn the formal and informal campus
networks, or volunteer to be a mentor.

0J Support formal and informal nevworks among Black wom-
en. Recognize that these networks often cut across traditional
departmental or faculty/staff ines and may mvolve groups in
the community such as Black womens service organizations
and sororites,

Historically Black Colleges

Despite some real propress, Dlack women faculty members
and admmistrators m historically Black colleges oftery face

B From the early establishment of Black

gender inequities.
colleges more than a century ago, the behaviors of women
taculty members and administrators have heen a focal pomnt
of campus Iife ' Ruth N Swann and Elaime I Wiety, i ther
1980 study of Black women on histornically Black campuses,

noted that “Black women are both competent and «ccure




dealing with men as equals, because they have been working
seriously for so long.""™ Swann and Witty found that women
on these campuses constituted 32 percent of full professors, 30
percent of associate professors, 39 percent of assistant pro-
fessors, and 79 percent of instructors.!™

Studies of Black women in Black institutions indicate that
there are fewer women 1n op admnistrative positions.*" Lea
Williams, 1n her study of chief academic officers (CAOs)
of private and public Black colleges and universities, found
that chief academic offices were generally held by middle-aged
Black males; on the average, women CAOs were slightly older
and had worked in their current insututions longer than
men; at puklic universities, female CAQOs earned less than
males; and at private universities, female CAQs earned more
than males. None of the female CAOs curveved aspired 1o the
office of president and none of them was likely to be chosen as
chief executive officer 1n the president’s absence; the opposite
was true for males."! Finally, while men and women CAQOs at
Black colleges have similar career paths to the top academic
office, female CAOs take longer to achieve the position and,
once there, have different salaries and administrative respon-
sibilities than men." Williams suggests that Black schools
need to examine these inequities by looking at their policies
concerning recognition and promotion as well as by examin-
ing attitudes that impede women’s career progress. More
research needs to be done on the qualty of the campus
environment and career sausfaction for both Black women
faculty and staff.'*

Woman’s Worth in a Man’s World

It is generally accepted in our culture that men can be power-
ful, assertive, ambitious, and acnieving. Many people, how-
ever, are uncomfortable when Black women exhibit these
traits. In view of the devalued status that Black women have
in our society, the presence of Black women in positions of
authority on campus 1s a problem for some people. For exam-
ple, a faculty member talks about a white male student who
came up to her after the first day of class and said, “I was
ready to check out of this class when I saw you walk 1n as the
teacher. But I sat through your class and you really know vour
stuff; I am going to keep the class.”

Gender—espectally in academic settings—influences percep-
tion and evaluation of behavior and achievement.** A wom-
an's work is often not given the same credit as a man’s; her
accomplishments may be 1gnored, or conversely, scrutinized
very carefully or she may be perceived as “moving too fast.”
Respondents to PSEW's questionnaire illustrate these points.

“There was a devaluation of my intelligence that took
place in my department. Every ume I said something 1t
was put down in a very chauvinistic way by the males.
There was a sense that you are tolerated but not
Q@ ccepted.”
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“I {a Black female president at a predominantly white
university] was given a ‘review’ by the powerfu' local
concervative newspaper. It was a true witch hunt, but
they did not find anything By the way, the paper has not
done a similar review of the president {a white male] of
the other regional university.”

“Management behavior that 1s tolerated fiom Black men
15 not toleratec from Black women. Strong Black female
managers are not looked upon favorably. Biack women
who supervise other Black women come under particular
scrutiny. This also holds true in comparison to white

»

women

Sexuality and Sexual Harassment

Some people relate to women 1n terms of their sexuality
rather than as professionals.'t* For Black women, as for white
women, this can lead to inadents of sexual harassment—
“unwelcome sexual advances, requests for sexual favors, and
other verbal or physical conduct of a sexual nature....”¥
Some men have dificulty distinguishing between friendship
and sexuality ana may misread the former as a sexual over-
ture. Some men have difficulty seeing womer in anything but
a sexual role and may abuse their power as faculty members
or as administrators.” Although it is not clear how many
women faculty members and administrators experience sexu-
al harassment, a study at Harvard University found that 32
percent of the tenured faculty women there had experienced
sexual harassment; 49 percent of the untenured female faculty
had been sexually harassed.'*

Because of a perceived lack of status and power, minority
women 1n general-and Black women in particular—are
especially likely to be treated 1n a superfictal manner or
viewed 1n terms of their sexuality by both white and minornity
men. This can result in sexual harassment, social distancing,
and a lack of collegiality.® The only praise some Black wom-
en recetve may be for their attracuveness—not their achieve-
ment. The respondents to PSEW's questionnaire offer some
examples:

“One of my white colleagues used to tell me how nice |
looked all the ume. Maybe 1t was his way of paying me a
comphment. But 1t made me feel as though he did not
care about my contributions to the department.”

“I had one faculty member who used to try to ingratiate
himself with me by putting his arms around me; maybe
he really thought that I would give him what he wanted
if he told me how nice I looked. 1 also noticed that it was
his behavior with all women.”

“The most frustrating experience s working with Black
males who refuse to see the chauvinism and subtle ha-




rassment in thetr interaction with Black women Because
these men are Black, this exprrience 1o even more
upsetting.”

The senor vice president and provost commented pos-
vely on m, dress on several occasions, and there had
been a brief discussion about where 1 <hopped. Later
when 1 requested funds from him to go to an internation-
al conference to present a paper, his response to my
request was, ‘If you didn't buy <o many clothes, vou
would have money to travel " Although 1 wos given the
money to make the trip, the comment was certainly out
of order”

Balancing Competing Obligations

Another obstacle for both Black women faculty members and
adminustrators is the tug of war they experience i trving to
balance professional with family and community respon-
sibilities. ™" Black women have a long tradinon of managing
family, work, and community responsibilitie, however, like
white women, they ,‘.i“ 1t at a cost '

Black women ten¢ to engage in more teaching, counseling
of students, and committee work than do white males A« a
result, they may do less research and write fewer pubhcations
than thetr white male or female counterparts This presents a
dilemma for faculty members and administrators who want to
pursue an academic carecr. The dilemmas are clearly ex-
pressed 1n these responses to the PSEW questionnaire:

“To have civic consciousness and 1nvolvement, to have a
family, to teach with <ocial responabiiity and vision, to
pursue socially pertnent research and writmg, to ac-
tively render service to enes profession—to do all of these
things would be to be a whole, mulufaceted, well-
rounded person. However, in light of the imbalances
academia (e.g., the focus on pubncations at the expense
of teaching integrity), to do all of the above 1s to rish
chronic burnout and frustiation. T am sull learning how
to reach a comfortable balance But 1f 1 do, 1t will he
because of my own drive and convictions rather than
because of any support from the university”

“Black females who are successful-=who are able to ‘do 1t
all'-are penahzed at tmes by other Black females [They
must] continually demonstrate that they haven't lost
their roots, therr commitment to ethnic 1ssues and
causes, and that thev don't think they are *better' because
they are professionals.”

“Black women scholarfteachers who are also mothers
and wives have a very dificult ume. The standards,
demands, and pressures of academic work reflect Yuppie!
value orientations, and they ace androcentric to boot! To

remain competiive 1in the Ph D, academic market.
often translates to sactificing family, per~onal life, etc
for career development (particularly with the ‘publish or
pertish’ syndrome of research univeraties) ”

“There 1s subtle discrimimation and disadvantages that
affect Black women during childbearing vears Beyond
the problems related to race, 1ind that being a mother
of small children puts me at a professional disadvantage
because the standards and expectations [of the academy]
do not reflect or respect the realities of a parent/
professtonal. Maternity benefits and leaves need to be
adjusted for faculty who cannot afford 1o be penalized

(monctanily or i terms of promotons) for having a
baby ™

One solution to this problem of balance may be heighrened
istitutional recognmtion of the value of extra work m the
academic communits. A publication by Jovee Bennett Justus
and others calls for redefining traditiona! notions of produc-
uvity so that teaching, counseling, community work, and
adviung are weighed more heavily 1in the promotion and
tenure processes.'™

Collegiality Among Faculty

One of the best sources of support that faculty members can
get 1v the respect and vahdauon of therr peers Collegiahty
fosters a sense of community a< well as an atmosphere of
creatnaty where people can share ideas, collaborate, and gen-
erally benefit from working together For many Black women,
especially those on predomimantly white campuses, this essen-
tal ingredient 1s missing from their professional experiences.
Because of stereotvpes based on racist and <eaist attitudes,
Black women™s contributions to there departments are not
always recognized or valued Black wemen respondents to the
PSEX" questionnatre talk about the wavs i whieh they have
been excluded from the academy.

“Bevond the collegtality expressed by a few taculty mem-
bers, Tam myviable except for the important role that 1
plav as a documentary, legitmizing category for afhrma-
tive action purposes. Faculty whose speaialties are similar
to my own (outstde mv department) rarely seek me oat
tor exchanges or for partiapaton m svmposi, ete 1
work pretty muach m wolation, dependent upon extra-
university cross-ferrilization and moral support ™

“I have had to deal with all kinds of hostle situatrmns—
mcluding white male bullies who gl ¢, stomp, and Jam
doors when thevre angry "

“When 1 came to the universty m 1954, Twas generally
amazed at the callous, arrogant, and disrespectful way
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the white staff spoke to me. I assumed they had no *home
training’ in manners or were just not used to addresung
Black women in a professional manner. Now, 1 under-
stand that they pick up their cues from their administra-
tive superiors”

Some Black women at both historically Black and predomi-
nantly white schools report feclings of neglect, ostracism, and
isolation. A professor in a predominantly male department at
a public, coeducational, historically Black college says.

“I have been in this department for a long time and 1t 1
very male oriented. They do most of the committee work
and write most of the joint proposals. Usually the wom-
en, including myself, are not invited to partcipate. Also,
all other opportunities are usually awarded by the de-
partment charrman or the dean to men in the depart-
ment. | have turned te *hard’ teaching and writing and
research on my own. Having these outlets has enabled
me to get along with the men and keeps them from being
threatened.”

Recommendations

(0 Male and white female faculty members and administra-
tors need to examine their behavior to determine whether
they seek out, interact with, and include Black women col-
leagues 1n infarmal acuvities

O Black women on campus can seck out informal contacts by
mnviting people to lunch or arriving carly at meetings to talk
to people who can be helpful. The Urban League, sororities,
or social clubs may provide ties not found on campus

Research, Teaching, and Tenure

“Because of the small representation [of Blacks in full-time facudts
positions], scholuarship on issues germane to Blacks 15 often judged
by thetr white colleagues Too often, suy meny mmoruty fucults
members, thosc colleagues are conservative and unappreciative of
nontraditional subjects or nontraditional views ™

Black women tend not to be induded m collaborative
research projects with their peers; they lack sponsorship and
therefore have less access to sources for research.™ Jackie
Mitchell also talks about the problem of having research
trivialized and devalued 1f 1t focuses on Black 1ssues or 1ssues
of a social, activist nature.'® She further notes that a success-
ful academic career 1s “the product of not only the intelligence
and ability to do outstanding scholarship, but also of amb:-
tion, dedication, hard work, arcumstances that foster an
ortentation toward scholarship, and acceptance into a small
fraternity of scholars.™ Black women have a difficult ume
winning that acceptance, espeaia'ly 1 predommantly white
colleges and universities. Some examples from respondents to
@ DPSEW questionnaire:
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“ have been left alone to do my thing, I have been given
a moderate amount of research support but nobody 1s
really interested in the work I am doimng.”

“. .there 15 still the tendency either to cricize my re-
search cfforts or believe that ethnic professional associa-
tions, conferences, and workshops are not as worthy as
predominantly non-ethnic ones.”

“l have gotten a lot of critiism about the fact that [ am
doing research lon social 1ssues that affect Black women
in a cross-cultural context] that 1s not rigorous or rele-
vant to the thrust of the department.”

“I have survived because I do two sets of research: one on
Black women's 1ssues, and one that 1s mainstreamed
within my profession. It 1s the only way 1 will have
legiimacy when tenure time comes.”

Typieally, minority men and all women spend a higher pro-
portion of their ime teaching and advising rather than engag-
ing 1n original rescarch. This happens in part because they are
lustered 1n two- and four-year colleges rather than in re-
search institutions.”™ Many women who responded to the
PSEW questionnaire stated that teaching was one of the most
vewarding experiences of their professional careers. Here are
some examples:

“My students, especially my Black students, appreciate
my presence and ray perspective, | really enjoy the teach-
ing that [ do”

“My only consistently positive experiences have been my
relationships with students. This university has a primar-
ily working-class student body, and 1 identify with those
students. | also work 1n several programs that allow me to
interact with the relatively small minority population.”

Some faculty members expressed conflict 1n their teaching
experiences:

“On several oceastons | have had Black students become
upset when they expected special treatment from me in
class—and they did not get 1t | told them I would work
with them one-on-one but that there 'would be no special
favors ™

“I ind that students (mostly white) seem to resist the
intellectual and pedagogical authority of a Black female
professor”

James E. Bla: kwell and others discuss the reasons for the low
numbers of Blacks (men and women) who receive tepure and
the time compared to the time it takes for white males, white




females, and other ethnic/racial groups to recewve tenure.™
Black women also face disunct disadvantages as “outadery”
who want to join the club The following responses from the
PSEW questionnaire show that, like Black males, other people
of color, and white women, 1t 1s not easy for these Black
women to get tenure.

“Yhen | first came up for tenure, my effort was met with
opposition on many fronts. [ clearly got the sense that |
was stepping out of my ‘place; or the place that others
had assigned to me in their minds. This was very upset-
ung. | don® think that I have unduly high expectations
for collegia! relationships, but I do want to be given the
rewards ['ve earned. 1 guess this was an opportunity
to mourn the fact that my professional relationship
with my colleagues 1s limited because people cannot cope
with who | am.”

“Service contributions are not weighed heavily in merit
and promotion decisions at my university since 1t is
regarded as a research institution. As a consequence, the
multiple roles that Black female professors like myself are
forced to maintain and the university/ethnic/gender ser-
vice oblhigations that we are required to fulfill erode
sacred research tume.”

Recommendations

0J Encourage departments to sponsor workshops, colloquia,
and conferences on research 1ssues relevant to Black women's
lives. Cosponsor these events with Black studies and wom-
en’s studies departments on campus or with departments at
other unwverstties in the area. Ohio State Universaity holds
annual conferences on 1ssues relevant to the Black experience,
the University of Massachusetts-Amherst sponsored a con-
ference on Black women and the vote in February 1988.

0J Give personal and institutional support to scholarship on
Black woraen. Publicly recognize and promote Black women's
studies and 1nvite Black women scholars to campus as visiting
professors, consultants, guest lecturers, and curriculum
specialists.

0J Encourage and support faculty members who are inter-
ested 1n research on the intersection of race, class, and gender
to affilhate with local or regional women's research centers.
(See the section of this paper that hists research and resource
centers for examples.)

03 Include in merit and promotion deliberations Black wom-
en’s service contributions made to the university, ro students,
and to the communty.

Retention
The recruitment and retention of Black women faculty mem-
bers 1s critical not only to the careers of the women them-

y'es but is key to successful recruitment and retention of

Black wornen students. Some university administrators have
stepped up efforrs to recruit, hire, and grant tenure to Black
female faculty members 1n greater numbers Unul top admin-
istrators are more etfective in ensuring job satisfaction and an
environment free from hostility, arrogance, and devaluation
of diversitv, however, Black women may choose not to enter
or remain in academia. There 1s already some indication that
as a group, Blacks are beginiung to avoid careers 1 aca-
demia. '
tions, business and private industry may be claiming the best
and the brightest Black students.

Despite a demonstrably chilly ¢limate on many campuses,
many Black women enjoy their jobs in academe. Respondents
to the PSEW questionnaire, for example, find many aspects of

By offering more monev and better working cordi-

their experiences quite positive:

“A new “department chair has asked me to put some of
my thinking 1nto practice. This way I can work to help
the institution be more sensitive to the needs of women
and people of color”

“l have recerved some significant rewards (for example, 1
was selected as an ‘administrauve fellow, I was chosen to
serve as acting dean, and I have been elected chair of

several committees)

“Once accepted ..1have been treated farrly well by other
faculty and administrators (for example, I have gotten
release ume privileges and | have gotten respect for my
1deas).”

“Usually the dean of the ollege will give me money to
travel to conferences or to put on a conference here.
Also, the vice president for academic affairs (a woman)
financially supports ty projeces. The affirmative action

officer and the faculty union reprerentatnves also are
helpful.”

“My immediate colleagues seem o respect me as a person
and as a professional 1 have their moral wupport.”

Ouner Black female faculty members recogmze the existence
of rausm, but feel rhat the good aspects of therr position
outweigh the bad.

“Yes, I am staying here 1 have a great job and good
colleagues 1 do what Iwant for the most part 1 also have
come racist, victous eolleagues, but the good outweighs
the bad most of the tune.”

“I plan to stay here because this 15 a major aty where |1
P )

can live comfortably as a Black female professional. 1
have a good teaching situation; good colleagues in my
field; and an opportunity to work with a center with a
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national reputatica. I think I recognize that rausm and
sexism are everywhere, thus I have no illusion of secking
a place where they do not eust.”

Recommendations for Recruitment and Retention

O Devise creauve strategies to locate and attract Black female
candidates. Contact minority colleagues to ask for nomina-
tions. Centact Black female piofessional organizations and
academic associations {such as the Association of Black Wom-
en in Higher Education) or organizations that have an inter-
est in Black women's advancement (such as the National
Association of Women Deans, Administrators, and Counsel-
ors or the National Women’s Studies Association).

O Form links with histoncally Black institutions to exchange
information on Black female candidates.

O Invoke all of the strategies for recruiing Black women
faculty members and administrators that you would for any
other “hard-to-hire” candidates. Offer salary incentives and
other perquisites to attract Black women.

O Famuliarize search committees with ways that they might
be devaluing Black women candidates. Develop guidelines to
ensure that all candidates are treated equally 1n the interview
process.'®

O Conduct exit 1interviews with Black women candidates
who are not hired to determine how they were treated in
introductions, interviewing, and presentations. '’

O Establish working relationships with colleges and univer-
sities that graduate high numbers of Black female students
These institutions can provide a pool »f potential graduate
students, faculty members, and administrators. Such efforts
also will demonstrate concern for the professional develop-
ment of Black women.

0 Make scholarships, fellowships, and research opportunities
readily available to Black women faculty members, Publicize
programs such as the National Science Foundation Visiting
Professorships for Women, Fulbright Study Abroad Program,
and the National Research Council Doctoral or Postdoctoral
Research Fellowships.

{3 Form task forces or commuttees to examine departmental
or college policies (such as criteria for office assignments or
committee memberships) to make sure that Black women,
who often are junior faculty members, are not treated un-
fairly. Recognition awards can be established for junior facul-
ty members so that recogn'tion 1s not solely reserved for
senior faculty members, who most often are white and male.
0 Establish guidelines for all new faculty members »o that
women and minorities who are often excluded from informal
information sharing can know what 1s expected of them as
they prepare for tenure. Faculty members should be encour-
aged to locate and work with sympathetic and supportive
senior faculty mentors who understand both the formal and
informal structures of the university and tre department.

0 Keep data concerning tenure rates by race and sex so that

(i rities can be idenufied.
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Leadership and Advocacy: Critical Skills

“If there are nee people of color—1f there are no women—on the
president’s or cruncellor's executite team, no amount of rhetoric
will obscure this deficiency People in organizations not only hsten
to whatever leaders sav, they watch clearly what s done.™

The ability to lead 15 perhaps the primary quality of an
administrator. A review of the literature on Black women
administrators by Patricia A Harvard lists three major bar-
riers to women secking and maintaining adminustrative posi-
tons.
@ ex role stereotypes
@ organizational barriers
@ nternalization of traditional female behaviors.
Harvard found that successful administrators had obtained
their doctorates and were described as commutted, indepen-
dent, dominant, active, adventurous, sensitive, secure, and
self-confident.” Other researchers point out other important
qualities of successful leadership such as self-confidence, tech-
nical and interpersonal skills, awareness of organizational
attitudes, and conforming to the culture; having mentors
both inside and outside the university 1s also important.!®
Having achieved their goals, many Black women adminis-
trators 1n positions of leadership find that while they may
have the +itle and the responsibility they often do not have
the wuthority or the backing they need to make decisions or
implement their 1deas. They may be undercut by colleagues as
well as superiors. When asked about their reception as lead-
ers, the administrators 1n our survey talked about the prob-
lems of nonrecognition of their power and authority:

“l feel that I am unwittungly used to vahdate personal
and institutional racistr. It took me a while to discover
that [ was being ‘set up’ to fail. In meetings that [ am not
chairing, my remarks are sometimes treated as trivial and
uriworthy of further discussion. There have also been
times people have gone behind my back when I was away
from campus and attempted to change the direction of
projects for which | was responsible.”

“My [opportunity for] leadership 1s lessened because [ am
frequently not included 1n activities (for example, meet-
ings and conferences where I have direct responsibility). 1
often receive information secondhand.... ”

“I have been upset when I have not been consulted about
major decisions that affect my area of responsibihity, or
when decisions are made that will reflect back on me.”

Do women and minorities move into leadership positions
and maintain the status quo or do they advocate change!?
Black women, as mentioned earlier in this paper, have a long
history of educational advocacy and activism. Black women’s
responses to PSEW's questionnaire regarding the most positive
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aspects of therr jobs show an active mvolvemient i their
students’ lives and an opumism about the potenual for
change. An associate vice president of student affairs talke
about a larger goal.

“In addition to mv regular work, [ enjov working with
students. I enjoy introducing them to the Blac! perspec-
uve and to the women's perspective. Seeing females
(especially minority ones) grow and develop tn all areas
of their lives is such a reward for me.”

An associate dean talks about working with students to
change. their outlook.

“l have enjoved working with and counseling students
over the years, and helping to fight against racism and
sexism.”

Many of the women who responded to the PSEW question-
uaire are very comfortable talking abeut their plans for
change. They see their positions in higher education adminis-
tration as one of the major way: to effect change in their
students’ lives and ulumately in society.

Conclusion

The 1ssues and examples 1n this paper demonstrate clearly
that Black women students, faculty members, and administra-
tors do not percetve themselves and their concerns as :nte-
grated into the missions, goals, and social structures of college
campuses. The job of integration 1s not one that Black women
can or should tackle alone; it will take the hard work of many
members of the acade nic community. It must be done if we
are to encourage Black women students in this country to
pursue higher education and professional careers as faculty
members or administrators 1in academia.

General Policy Recommendations
O Collect, on a regular basis, anecdotal and staustical data
by race, sex, and age, covering such areas as salary, benefits,
promotions, perquisites, awards, grants, course loads, advising
loads, committee assignments, and so on. Use this data to
determine whether Black women of all ranks and within al!
departments are treated equitably with regard to respon-
sibilities and rewards. Such reports should include data about
Black women who are part-time and temporary faculty mem-
bers, visiting lecturers, and postdoctoral students.
(] Break down all institutional research data bv sex within
categories of racefethnicity. The tendency to aggregate minor-
tties into racial/ethnic groups while 1gnoring sex differences
within these groups can obscure information which could have
implications for enrollment, retention, degree attainment, and
hiring and promotion.
51 Ensure that all efforts to improve the climate for women
ERIC
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recognize the special concerns of Black women All members
of campus communities at predominantly white colleges need
to be aware of the mmpact of double discrimination—racism
and sextsm—on Black female students, faculty members, staff
members, and adminitrators. Waorkshops, guest lectures, and
academic courses should remforce the message that the cul-
tural diversity that Black women bring to campus 15 valued.
(O Include Black women faculty members, administrators,
staff members, and students, when appropriate, 1n the plan-
ning of educational policies for the university

O Develop a campus-wide policy specificallv on racial harass-
ment  The policy should broadly define racial harassment,
provide for both nformal procedures and counseling, and
specify grievance procedures, 1t also should provide a list of
the range of sancuions that mav be mposed on offending
emplovees or students. Include racialisexual harassment of
Black women.

O Provide ongoing consciousness-raising programs on minot-
ity and women's 1ssues for all university personnel. Black
women and other women of color should be included 1n the
development and implementation of racial awareness pro-
grams. The Universities of Toledo and Delaware have devel-
oped workshops to combat harassment that 1s based on sex
and race The Unwersity of Towa Yomen’s Resource and
Action Center has developed a multiracial commaittee to com-
bat racism 1n the women’s communit, anJ sexism within the
Black communuity.

U Ensure that campus sexual harassment policies contain
spectfic language that includes Black women and other wom-
en of color. Emphasize the moral as well as legal obligation o
establish and implement such policies.

O Ensure that Black women and other women of color are
represented on governing boards  Support their efforts to
examine racial and sexual (imate issuvs.

O Establish comprehensive policies that witl provide for long-
range planning, goal-setting, and project implementation to
ensure that Black women and other women of color stay in
school from high school to college or unwversity. This 1s
especially important in preparing Black female students for
careers 1n math, science, engineering, and computer science—
where preparation must begin before high school.

O Establish a unuversity policy stating that all official publica-
tions should reflect the presence and contributions of Black
women and other women of color 1n both visual and textual
materials.

O Establish policies and set timetables to increase the num-
ber of Black women students and professionals on campus.
The policies should idenufy administrators who will be re-
sponsible for implementing, monitoring and evaluating these
policies.

O3 Ensure that Black women faculty members and adminus-
trators are inzluded on recruiement teams or public relations
tcams for tne umversity. Black women should be visible and
should serve 1n a wide variety of jobs on campus. These extra
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responsibilities for Black women should be acknowledged and
rewarded by promotior. and tenure commuittees

O Ensure that campus support services mect the needs of
Black women, induding (hild-care facilities, maternity and
parental leave, and flexibility 11 tenure tume frames ™

O Integrate diverse « ultural perspectives into the curriculum
at all levels of the university,

O Work with Black community organizations to help support
regional conferences, workshops, and semuinars dealing with
Black women’s issues For example, Ohio State University's
Department of Black Studies sponsored a conference i 1988
called “The Black Woman ™ Sponsorship of these kinds of
conferences sends a message to Black women students and
professionals and to the rest of the academic community that
Black women’s 1ssues are important.

O Work with special alumini associations such as the National
Black Alumni Association (see listing 1n the section on se-
lected organizations) to establish networking relationships
between Black female alumnae and Black female students.
This can help Black female students get feedback, find men-
tors, and make job contacts.

0 Establish a distinguished visiting scholar series focusing
spectfically on Black women and other women of color. In-
clude Black women 1n the planning of this series.

0 Recognize the achievements of Black women by awarding
honorary degrees or visiting professorships. Endowing a chair
or lecture series 1s one way to recognize Blac! women’s
accomplishments.

O Foster mentoring opportunities for Black women students
and professionals. Offer incentives such as released ume or
extra research money for those willing to be mentors. Mentors
for Black women may not always be forind on campus; institu-
tions need to develop extensive community ues as well.

0O Encourage the development and growth of Black women's
studies courses and other programs about Black women.
There 1s a growing body of scholarship on Black women not
always included in traditional Black studies programs or 1n
women’s studies programs that needs to be incorporated 1nto
the curriculum.

Recommendations for Professional

Associations and Organizations

O Incorporate issues concerning the climate for Black women
into all activities and programs (such as speeches and sessions
at annual and other meetings, in publications, campus consul-
tations, award programs, and so on). For example, the Asso-
ciation of American Colleges has devoted sessions of its annu-
al meetings, as well as special meetings, to climate issues,
several conferences of the National Women's Studies Associa-
tion have focused on women of color.!*

0 Sponsor administrative internships and other programs to
encourage and promute women for leadership roles. For ex-
@ le, the American Council on Education’s Office of Wom-
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en 1 Higher Education sponsors a national denufication
program that makes special outreach efforts to Black women;
the California State University System has an administrative
fellowship program that focuses on leadership training of
women and minorities, the American Sociological Associa-
tion sponsors a minority fellowship program and encourages
Black women to apply

0 Idennfy and collaborate with other associations to sponsor
conferences, workshops, and research to improve the profes-
stonal dimate for women.

O Conduct mutt-insoitutional surveys on issues of the cli-
mate for Black women and other women of color. Such
surveys are conducted on a regular basts by the University of
California, the Women's Council of the Californta State Uni-
versity, the University of Wisconsin System, and the Great
Lakes Colleges Association.

0J Sumulate research on issues relating to the professional
climate for Black women by calling for papers in this area and
providing a forum for dissemination of these parers (erther in
writing or through oral presentation).

{J Sumulate research on issues relating o rhe numbers of
Black wom:zn and other persons of color in the insutution by
doing a self-study and setting short- and long-range goals. For
example, the National Association of Schools of Public Ad-
ministration conducted a survey of its membership on such
issues as Job satistaction and climate. The association is
establishing goals and objectives based on the survey re-
sponses to achieve the diversity they desire.

0J Encourage professional women’s organizations, both local
and national, to profile and publicize Black women faculty
members and administrators who are members of profession-
al women's organizations. Show support for accomplishments
of theee women.
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