Integrating Gender Equity and Reform

Issues Dealing with Gender Equity:
Institutional Self-Study
Highlights

Georgia State University

Elizabeth Farokhi, Ed.D.

Molly Weinbergh, Ph.D.




Issues Dealing with Gender Equity:
Institutional Self-Study
1990-1998

Georgia State University

Elizabeth Farokhi, Ed.D.

Molly Weinburgh, Ph.D.

O GSU 1999

Specia thanks goes to Don Steele for assistance in data analysis, and
to the graduate research assistants that participated in the collecting,
compiling and analyzing the data for the self-study. They are Katie

Baird, Emily Hines Hull, Jai Reddy-Puchakayala, Rachel Crowley
Koeninger, Gail Panacci, Rebecca Hill, Denise Acherman, Amy
Lanylois, and Meredith Martini.

This materid is based upon work supported by the Nationd Science Foundation under Grant HRD-
9453106. Any opinions, findings, and conclusions or recommendations expressed in this publication are
those of the authors and do not necessarily reflect the views of the Nationa Science Foundation.



Table of Contents
Introduction Page
Sdf-Study Key Findings
Administrative Representation

Faculty and Departmental Issues
Distribution of Faculty by Gender
Recruitment/Retention Strategies for Women Faculty
Perception of Gender Differences Among Faculty
Perception of Gender Differences Among Students
Structural Issues
Policies and Patterns of Sexism
Perception of Sexism and Sexual Harassment
Student Issues
Distribution of Majors by Gender
Graduation Rates
Change of Magjor
Perception of Gender Equity Among Magjors by Faculty
Faculty Classroom Interaction Assessment
Reasons Students Change a Major
Perception of Gender Equity Among Majors by Students
Student Classroom Interaction Assessment
Academic Participation
Curricular Issues
Challenges for Georgia State University
Administrative
Faculty
Students
Structural
Student Issues
Curricular Issues
Data Collection

Georgia State University



Institutional Self-Study Highlights
Introduction

Research demondtrates that organizationd structure and culture can encourage or discourage girls and
women from pursuing educationa programs and careersin science, mathematics, and technology.
Therefore, Georgia State University examined five agpects of ther indtitutiona climate relative to
women'’s participation in science and mathematics. These include adminidrative, faculty and
departmentd, structurd, student, and curriculum issues that have been shown to impact women's
involvement in higher education, as well as science and mathemeatics educational programs and careers.

Findings from the gender equity sdlf-study may be used as indtitutiondl basdline datato identify local
needs, inventory existing resources, and provide the foundation for program devel opment and policy
reform.

Sdf-Study |ssues

Administrative Representation

What isthe digtribution of the university adminigtrators by gender (President, Provog, Vice Presidents,
and Deans)?

Faculty and Departmental 1ssues

Wheat is the distribution of faculty by gender and rank?

What are the recruitment/retention srategies for women faculty?

What are the faculty perceptions of gender differences?

What are the student perceptions of gender differences among faculty?

Structural Issues
What support is provided for women students and faculty?

Whét is the perception of sexism and sexua harassment?
What are the policies and procedures pertaining to sexual harassment?

Student Issues

What is the digtribution of mgors (science/mathematics/education) by gender?
What is the change of mgjor by gender in these mgjors?
What isthe rate of graduation by gender of these mgjors?



What isthe faculty perception of gender equity among these mgjors?
What is the student perception of gender equity among these mgors?
How do faculty self-assess ther interactions in the classroom?

How do students sdlf-assess ther interactions with faculty?

Curricular Issues
How many and in which departments are the courses that include gender reated issues in the content?
Data Sources

Exidting data from Georgia State Univeraty cataogs, indtitutiona Fact Books, and the Student
Information System were collected. Surveys were designed and conducted of faculty in 1996 and
undergraduate and graduate students in 1997 in the College of Education and the College of Artsand
Sciences. Student surveys were completed by 505 students and seventy faculty. Interviews were
conducted in 1995 of key university adminigtrators (Provost, Deans, Department Chairs, Office of
Affirmative Action, and the Ombudsperson).

M ethodology

Used quantitative and quditative methods of study including interviews and survey insruments. Andyss
of quantitative data was done with the Statistical Package for the Socia Sciences (SPSS).

Contact

For information or a copy of the full report, contact: Dr. Beth Farokhi (404) 651-1006 or
Dr. Mally Weinburgh (404) 651-2584.

INGEAR Project

Integrating Gender Equity and Reform (INGEAR), as experimenta project funded by the Nationa
Science Foundation, promotes quaity science and mathematics educeation for dl studentsin Georgia.
The project is a collaboration between five Georgia universities to address the issue of equa access and
gender equity in science, engineering, and mathematics. The purpose of the project is to change the way
in which preservice teachers learn to teach by transforming universitiesin Georgia that sponsor teacher
preparation programs by integrating strategies for equity and excellence. Two main objectives are: 1) to
facilitate the redesign of teacher preparation programs in ways that will enhance the interest, motivation,
and success of both women and men who are in science, engineering, and mathematics mgors and
prepare future teachers who will promote equa access and gender equity in K-12 science, engineering,
and mathematics classes; and 2) to provide professona development opportunities for faculty and
teaching assstants that will equip them with positive support and interventions strategies.



To achieve the objective, an inditutiond sdf-study, professiona development, atoolkit of materid, and
aframework for teacher educeation were the components that were implemented. INGEAR began with
an inditutiond sdf-study in which each of the inditutions examined campus demographics, policies,
specid initiaives, and persond perspectives affecting the productivity and opportunity in math and
science for women. Georgia Southern University developed a template for the salf-study and each
ingtitution selected form the template those items which seemed to be of most interest to the particular
indtitution. Georgia State University selected to collect genera demographic information, interview key
personnel, survey undergraduate and graduate students, and survey faculty.



Saf-Study Key Findings

Administrative Representation

¢

In 1995, 5 out of 20 top university administrators were women. Three of these were at the
assstant level, and two were at the associate level but filled part-time positions. In 1998, only
one high-level adminigtrator, the Registrar, was a woman and the part time associate vice
president positions were changed to full time status.

Two of the six college deans were women in 1995. They were in the College of Law and the
College of Public and Urban Affairs. Their associate deans were men. In 1998, only one dean
was awoman. The College of Public and Urban Affairs no longer exigts.

Three of the 13 associate deans across colleges were women in 1995. They werein the
colleges of Hedlth Sciences, Arts and Sciences, and Educeation. In 1998, these three associate
dean positions were till held by the same women and afemale associate dean had been hired in
the new School of Policy Studies.

There were no women adminigtrators in the College of Business Administration over the past
four years.

In 1995, the university librarian was a man and the associate university librarian was a woman.
In 1998, both the university librarian and the associate universty librarian are women.

Faculty and Departmental |ssues

Distribution of Faculty by Gender

¢

Over afour-year period (1992-1995) the totd number of women in full-time faculty positions
increased, but the higher percentage remained at the ingtructor level. The percentage dightly
increased a the assstant professor level.

Over afour year period (1992-1995), the College of Arts and Sciences employed 25% to
26% women; the College of Business Adminigtration employed 15% to 16% women; the
College of Hedlth Sciences employed 78% and increased to 81% women; the College of
Education employed 42% and increased to 50%; the College of Law had 33% women faculty
with an increase to 42%; and the College of Public and Urban Affairs had 45% women faculty
with an increase to 49%. Even when the total number of positions increased the number of
women remained relatively congtant for Arts and Sciences and Business Adminigration.

In 1996, full-time faculty by gender in the mathematics and four science departments only
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conssted of 15 women out of 94 faculty. The physics and geology departments employed only
male faculty, and chemigtry had only one femae out of 18 faculty. Biology was the only
department where women (3) are full professors. Nontenured ingtructor positions were held by
75% women but 80% of tenure track instructor positions were held by men. The chairsin each
of these five departments were male and continue to be in 1998.

Recr uitmentRetention Srategies for Women Faculty (1996)

The universty has no forma procedure for recruiting and hiring women candidates.

There are no plans to create specid efforts a the university level for recruitment of femde
faculty and no initiatives have been suggested.

The university does not provide any forma support services for newly hired women.

Depatments find it difficult to recruit women due to smdl pool of gpplicants and tough
competition from other schoals.

Gender balance of tenure track faculty found to be unacceptable by university adminigrators,
deans, and two of the departments interviewed.

The Affirmative Action Office is heavily relied upon by colleges and departments to manage
recruitment and hiring policies. Departments and colleges do not see the importance of their
own efforts or knowledge in these aress.

A farsghted strategy offered by atenured mae chemistry professor referred to the lack of
qudified female candidates for faculty pogitions, long-term program to increase women
graduates in science.

Adminigtrators are knowledgeable on what avenues are available on campus for women
students and faculty in the event of sexud harassment.

Both femde and mae faculty chose their own gender or neither gender when asked to respond
to who has heavier teaching loads, who is more likely to teach lower level courses, who has a
heavier undergraduate teaching load, who has a heavier committee load, and who has more
research assistance.

Science and mathematics faculty responded that men are more likely to mentor graduate
students, while education and liberd arts faculty responded that women do more mentoring of
students.



¢

Science/math faculty indicated a perception that males have heavier committee loads, while
faculty in liberd arts/education departments indicated that females have heavier loads.

Per ception of Gender Differences among Faculty (1996)

¢

Regarding the gender balance of faculty, science faculty recommended more female faculty and
education faculty recommended more mae faculty.

Education faculty saw aneed for greater gender baance among faculty and indicated courses
and programs should and could offer information about equity issues.

Most male and female faculty responded in the direction of neither gender having higher sdaries,
however, when one gender was endorsed as having a higher sdary both males and femaes
were more likely to respond that males have higher sdaries.

Science faculty were more likely to respond that maes have better promotion rates.

Females were more likely to respond that males have better tenure rates, but males, athough
they were more likely to respond that neither gender has a better rate of obtaining tenure, dso
responded that males had better rates when they indicated a preference for one of the genders.

Female faculty seem to perceive that male faculty have more space alocated for their work and
greater equipment alocations.

Male, femde, and science faculty were more likely to respond that femde faculty are taken less
serioudy by faculty and adminigtrators within their departments, and that mae faculty are taken
more serioudy by undergraduate and graduate students.

Perception of Gender Differences among Students (1997)

¢

Students comments suggest that science/math mgjors are more dissatisfied with the gender
ba ance among faculty and/or studentsin their departments.

Strategies that would offer long-term ways of increasing the participation of women in particular
magors and improve the gender balance among both faculty and students and the need to reduce
bias in the curriculum.

Through addressing gender equity issues early in the educationa process, students believed a
better balance would be found &t the universty leve.
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Male and femde graduate students agreed that mae faculty mentor men more than women.

More mae students perceive the gender balance among faculty to be idedl, and more females
perceive the balance as acceptable.

Students perceive the gender baance more postively than do faculty, with 92% of sudents
rating the gender balance as ided or acceptable while only 81% of faculty do so.

Both education and liberd arts students and faculty saw the balance more postively thanthose
from science departments.

Structural Issues

Policies and Patterns of Sexism

¢

For the past 25 years, the university has supported a program to provide child care for children
of students, staff, and faculty.

Perception of Sexism and Sexual Harassment (1996-1997)

¢

There was a dgnificant difference between the genders on the part of studentsin the perception
of the prevaence of sexua harassment among women students at the university, with femae
students endorsing a higher prevaence.

More males than females reported actually being harassed, and most of them reported the
harassment was by someone in a position of equa or less power than themsdlves.

Women who reported experiencing sexuad harassment were more likely to report the
harassment was by someone in a position of equal or grester power.

Twice as many science mgjors than education majors and three times as many liberd arts
magors than education reported experiencing sexud harassment at the universty.

The mgority of the faculty respondents, regardless of gender or department, indicated that they
did not know how effective the policies and procedures are that address sexual harassment.

Male faculty were more likely than females to respond that sexud harassment is moderately to
very common, but a higher percentage of female faculty reported being harassed.

Of those faculty who reported that they had been sexualy harassed, femaes responded that the
harassment was by a faculty member or administrator (someone with equa or more power in
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the organization) while males responded that the harassment was by a student or staff member
(someone with less power in the organization).

When the student and faculty survey results were combined, maes fet sexua harassment
policies at GSU were more effective than femaes did. There were no sgnificant differences
among departments or between students and faculty in their view of policy effectiveness.

Women faculty and students fdlt that sexud harassment was significantly more common than
did men.

Faculty reported significantly more harassment than students with 20% of faculty and 8% of
students reporting having been harassed.

When student and faculty results were combined, there were no differences between genders or
academic areas in the amount of harassment reported.

Most faculty reported harassment by other faculty while students reported being harassed by
someone other than university personnd.

Student Issues

Distribution of Majors by Gender (Fall Quarters 1990-1995)

¢

The number of undergraduate students admitted to biology and chemistry increased over Six
years, with more women than men admitted to both biology and chemigtry.

The number of students admitted to geology, physics, and mathemeatics tended to fluctuate. This
was true for both male and female students but overall more women than men were admitted to
mathematics.

The number of mgorsin biology, chemigtry, geology, and physics remained rdaively sable
over the Sx-year period. More men than women arein geology and physics, but chemistry and
biology are approximately the same number of women and men. In mathemetics the numbers
have increased. More maes than femaes are mgoring in mathematics but more women are
mgoring in mathematics education and science education.

Graduation Rates (Fall Quarters 1900-1995)

¢

Over six years, the number of graduates has increased in biology, geology, physics, and
mathematics. More femaes have graduated in biology and chemistry, and more males have
graduated in geology, mathematics, and physics.
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Change of Major (1990-1995)

¢

More women than men students have changed out of biology to another mgor. Most of the
women who changed mgors selected nursing and psychology. Most mae students changed to

psychology.

More women than men changed out of chemistry. Mogt of the women and men who changed
magors selected biology in which to mgor.

More men than women changed their mgjor from geology. Most of the women who changed
selected biology but most men selected geography.

More men than women changed mgors from mathematics but sdected computer information
systems, accounting, computer science, economics, or physics as their mgjor. Women who
changed from mathematics mgors predominantly selected middle childhood education.

More men than women changed mgor from physics. Computer science was the mgor most
frequently changed to by men but there was not a single mgjor that women tended to select after
changing from physics. The changes of women were toward mathematics, biology, chemistry, or
medica technology.

Perception of Gender Equity among Majors by Faculty (1996)

¢

Male faculty made stronger endorsements about the perceived support for women at the
universty and community leve.

Faculty in science departments responded that there was more support for women from the
adminigration at the college level. Faculty in non-science departments endorsed more perceived
support from the adminigration at the departmentd leve. These differences were significant.

Non-science faculty more strongly disagreed with the statement that their fellow faculty
members and the staff within their departments were not supportive of women.

The faculty as awhole percelved the sudents as supportive of women.
There was no significant difference between faculty in science and education fields with respect

to the amount of perceived support for women in the community in which the indtitution is
located.



13

Faculty Classroom I nteraction Assessment (1996)

¢

¢
¢

Faculty indicated that men undergraduate sudents were more likely to volunteer as group
leadersin science departments while women were more likely to volunteer in education
departments.

All faculty members agreed that women (or both genders) visited more during office hours no
faculty member responded that maes vist more,

All faculty members dso indicated that women (or both genders) perform well academicaly
again, no one sngled out maes as performing wel academicaly.

Fema e faculty were more likely to respond that they mentored and socidized with women
undergraduate sudents.

Femde faculty were more likely than male faculty to respond that they prefer women graduate
students as teaching and research assistants, and to report that they socidize with and mentor
women graduate students.

Female faculty indicated that they make job contacts for men graduate students more than
women graduate students.

Both genders perceive that they co-author publications with more men graduate students.

Science and education faculty are more likely to mentor women graduate students.

Reasons Sudents Change a Major (1996-1997)

¢

The mgority of faculty indicated that women students leave undergraduate and graduate
programs when the program is too difficult, their performance is wesk, they lack competence,
or they have math difficulties.

None of the respondents fdt the faculty or school had any responshility for students leaving the
program.

In explaining why women students leave their mgjor, students identified gender-based problems
for women.

Severa maesfelt women'sinability to grasp difficult scientific subject matter led to their
changing mgors
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Femde sudents fet more flexibility in dass scheduling would increase the likdihood of retaining
femdemgors.

All of the student groupings Sted persond reasons as the most common reason undergraduate
women change mgors.

When faculty and student survey results were combined, no significant differences were found in
the reasons women students leave when responses were grouped by academic area.

I nterestingly, undergraduate maes were more than twice as likely to cite gender inequity asthe
reason for an undergraduate woman changing her mgjor. Science mgjors were about twice as
likely as education mgjors to Ste gender inequity, while liberal arts mgjors were amost three
times as likely to respond that undergraduate women change magjors because of gender inequity.

Male faculty and students perceived persond reasons and immaturity as more common reasons
than femdes did.

Femde faculty and students percaived future financid potentid or current financid problems as
more common than did maes.

Students and faculty differed in their perceptions of women students leaving their programs.
Both groups felt personal reasons was the most common reason thet women students transfer,
but faculty fdt current financid problems and immaturity were more common than did students.
Students felt future financid potentid was aso a common reason for women leaving. No faculty
felt gender inequity was a common reason for undergraduate women to leave while 3.2% of
Students did.

Among the faculty, none of the respondents indicated that women under graduate students
leave their mgjors because of gender inequity. A much higher percentage of maes than femaes
and science than education faculty indicated that women graduate students leave their mgors
because of gender inequity

Perception of Gender Equity among Maijors by Sudents (1997)

¢

Males perceive the adminigtration of the university to be more supportive of women than
women do.

Studentsin education responded that the administration within their department was supportive
of women.

Both genders responded that female students visit during office hours more than male students
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do; however, there was a Satistically sgnificant difference with more femaes endorsing this
perception.

Males perceive greater environmental support for women than femaes do, when reviewing the
combined results from the faculty and student data. Education faculty and students percelved
greater environmenta support for women, while science faculty and staff perceived lower
environmental support for women. The adminidirations supportiveness a both the college and
departmenta level showed education students and faculty perceived greater support for women.

The faculty perceive more support for women from the adminigiration, faculty and staff than do
gudents. There were no significant differences in the way faculty and students perceive the
students across campus and the community’ s supportiveness toward women.

Education mgjors were more likely to strongly endorse items related to their competence and
confidence in their chosen fidld, and to perceive that their mgjor is agood choice for women.
They were dso most likely to strongly endorse a high expectancy for success.

Science mgors were least likely to strongly endorse items related to their competence,
confidence, and expectancy of success. They were adso least likely to respond that the
contributions of women areincluded in their coursework.

Sudent Classroom Interaction Assessment (1996-1997)

¢

Male faculty and graduate students of both genders percelved differences in the gender with
whom male faculty spend office hours, mentor professiondly, for whom they make job contacts,
and serve as commiittee chair. Femaes believe that mae faculty spend their office hours with
men more, and education mgjors agree. Femaes aso believe that mae faculty serve as
committee chair, mentor, and make job contacts for men more than for women.

Students believe that mde faculty mentor men graduate sudents professondly, and make job
contacts for men. Mae faculty did not perceive these differences.

Education and libera arts mgjors perceive that women are interrupted more than men, while
science mgors responded that men and women are interrupted approximately equally.

The mgority of both male and fema e sudents responded that both genders receive praise, of
those who choose one gender over the other, more females and more males indicated that
males are praised by faculty in class.

Academic Participation (1996-1997)
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When data from the student and faculty results are combined, findings include that women
perceaive themselves as volunteering more comments, answers, and to lead groupsin class. Men
perceived themsealves as volunteering more comments and to lead groups.

Science and libera arts mgjors said that men volunteer more as group leader, while education
magors felt women volunteer more.

Science mgors believe that men have serious career goa's, compared to education and liberd
arts mgors, who felt that women have more serious career goals.

Significantly more students fdlt that faculty mentor and socidize with men than with women.
Faculty indicate that they mentor and socialize with women more.

Curricular Issues

¢

In the 1995-96 undergraduate and graduate catalogs atotal of 74 courses were identified as
investigeting, historically or theoreticaly, issues rdating to gender. 49% were undergraduate and
51% graduate courses.

The Center for Teaching and Learning provides videotapes targeted for university-level course
indructors. Five of the videos were reviewed and found to be useful for assgting faculty in
mesting the needs of individua students. Four of the videos could be used for training in
classroom interaction.
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Challengesfor Georgia State University

Administrative

C Few of the senior university adminigtrators (President, Provodt, Vice Presidents, Deans, and
Chairs) are women. The exceptions are usudly in traditionaly femaefidds (eg. Charsin Early
Childhood Education, Regidrar, Librarian) or in the more administrative assstant or associate
positions. The College of Business has no women adminigtrators.

Faculty

C Femdesin full-time faculty positionsincreased over four years but highest percentage remains a
ingructor leve.

C In biology, chemistry, geology, mathematics, and physics, adisproportionate percentage of
femae faculty are a the lower ranks, 75% of non-tenured positions are held by femaes while
80% of the tenure track are held by maes.

C Only the College of Hedlth Sciences and the College of Education have 50% or more femae
faculty.

C The number of female faculty have not increased over afour-year period in the College of
Business (16%) nor in the College of Artsand Sciences (26%).

C The university has no forma procedure for recruiting and hiring women and provided no
support services for newly hired female faculty.

C Perceptions of student and faculty need to be examined to determine if climate is supportive of
these perceptionsin the following aress.

gender baance within departments (faculty and students)
teaching loads
research assistance
alocation of space
committee loads
sdaries
promotion rates
tenure rates
Sudents

¢

Perception differed by faculty and students on mentoring of students, classroom interactions,
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and in job contacts'recommendations

C Develop drategies that would offer long-term ways to increase participation of womenin
particular mgors (e.g. geology, physics).

C Address gender equity issues early in educational process.

Structural

C Continue to support the child development center and examine other programs and resources
that will provide support for women students, faculty, and staff.

C Sexud harassment issues are perceived to be of concern for female students.

C More mae students reported actudly harassment than females.

C The univerdty needs to examine existing sexua harassment policies and procedures and
determine their effectiveness. Preventative programs need to be put in place.

C Higher percentage of female faculty reported being harassed. Usudly they are harassed by
another faculty member or administrator. Mae faculty who were harassed were harassed by a
sudent or staff member.

Sudent Issues

C M ore women than men change out of biology and chemistry mgors than men.

C Women who change out of mathematics mgor usudly change to middle childhood while men
change into more lucrative fields, e.g. computer science, computer information systems,
economics, or physics.

C Undergtlanding why students change mgjors would impact on misconception by gender and

alow for support servicesto be put in place to deter stereotyping.

Curricular Issues

¢

Only 74 courses out of the thousands of courses at Georgia State address issues related to
gender.

Support through the Center for Teaching and Learning needs to be provided to faculty on
course content and classroom interaction for gender equity. Based on additiond research on the
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campus, faculty who are trained in gender equitable interactions do make a difference for their
students.

C Strategies need to be put in place to address gender equity issues early in the educationa
process and to reduce gender bias in the curriculum.

Data Collection

C Access to data was a chdlenge. Fact Books were not readily accessble. Suggest putting on
webgte. Difficult to obtain data on students and faculty.

C Information needs to be collected and available by gender at dl levels (eg. university, college,
department, mgjor).

C Communication iswesk on what informetion is available, where to obtain information and
resources aready compiled on smilar data. Need a clearinghouse of data accessible to
researchers.

C Findings from this saif- sudy may be used to identify needs within the overdl university, each

college, each department, and each mgjor, to inventory existing resources and support, and to
provide for program development and policy reform to accomplish an equitable environment on
campus.



