
Challenging the bias: Academic women organizing
for equity A case study of the Association for
Women Faculty at the University of Arizona

Item Type text; Thesis-Reproduction (electronic)

Authors Moore, Roberta Ailene, 1972-

Publisher The University of Arizona.

Rights Copyright © is held by the author. Digital access to this material
is made possible by the University Libraries, University of Arizona.
Further transmission, reproduction or presentation (such as
public display or performance) of protected items is prohibited
except with permission of the author.

Download date 26/05/2023 10:32:58

Link to Item http://hdl.handle.net/10150/278654

http://hdl.handle.net/10150/278654


INFORMATION TO USERS 

This manuscript has been reproduced from the microfilm master. UMI 
films the text directfy from the original or copy submitted. Thus, some 
thesis and dissertation copies are in ^pewriter face, while others may 
be from any type of computer printer. 

The quality of this reproduction is d^endent open the quali^ of the 
copy submitted. Broken or indistinct print, colored or poor quality 
illustrations and photographs, print bleedthrough, substandard marginQ, 
and in^oper alignment can adversely affect reproduction. 

In the unlikely event that the author did not send UMI a complete 
manuscript and there are Tnicqng pages, these will be noted Also, if 
unauthorized copyright material had to be removed, a note will indicate 
the deletion. 

Oversize materials (e.g., maps, drawings, charts) are reproduced by 
sectioning the original, beginning at the upper left-hand comer and 
continuing from left to right in equal sections with small overlaps. Each 
original is also photographed in one exposure and is included in 
reduced form at the back of the book. 

Photogr^hs inchided in the original manuscript have been rq>roduced 
xerographically in this copy. Higher quality 6" x 9" black and white 
photographic prints are available for ai^r photographs or illustrations 
appearing in this copy for an additional charge. 0>ntact UMI directfy 
to order. 

A Bell & Howell Information Company 
300 North 2eeb Road. Ann Arbor. Ml 48106-1346 USA 

313.'76l-4700 800.-521-0600 





Challenging the Bias: 

Academic Women Organizing for Equity 

A Case Study of the Association For Women Faculty 

at the University of Arizona 

by 

Roberta Ailene Moore 

Copyright © Roberta Ailene Moore 1998 

A Thesis Submitted to the Faculty of the 

DEPARTMENT OF WOMEN'S STUDffiS 

In Partial Fulfillment of the Requirements 
For the Degree of 

MASTER OF ARTS 

In the Graduate College 

THE UNIVERSITY OF ARIZONA 

1998 



UMI Number: 1389588 

Copyright 1998 by 
Moore, Roberta Ailene 

AH rights reserved. 

UMI Microform 1389S88 
Copyright 1998, by UMI Company. All rights reserved. 

This microform edition is protected against unauthorized 
copying under Title 17, United States Code. 

UMI 
300 North Zeeb Road 
Ann Arbor, MI 48103 



STATEMENT BY AUTHOR 

This thesis has been submitted in partial fulfillment of 
requirements for an advanced degree at The University of Arizona 
and is deposited in the University Library to be made 
available to borrowers under rules of the Library. 

Brief quotations from this thesis are allowable without 
special permission, provided that accurate acknowledgment of 
source is made. Requests for permission for extended 
quotation firom or reproduction of this manuscript in whole 
or in part may be granted by the copyright holder. 

APPROVAL BY THESIS DIRECTOR 

This thesis has been approved on the date shown below: 

SIGNED: 

Mvra Dinnerstein Date 
Professor of Women's Studies 



3 

I would like to acknowledge the University of Arizona's Women's Studies 

Department, the Association for Women Faculty, the Women's Studies Graduate 

Collective, my fellow graduate students, my mentor and advisor Myra Dinnerstein, my 

committee members Judy Temple and Karen Anderson, and all of my interview subjects 

for their support of and involvement with my project and process. Thank you all so much. 



TABLE OF CONTENTS 

Introduction 6 

Historical Context: Women In Academia 13 

Literature Review 16 

Pay Equity, Also Known as Comparable Worth 20 

Comparable Worth—History and Analysis 22 

Salary Equity In Higher Education 27 

Methods 29 

Research Relationships 33 

Theoretical Approach 34 

History of Women Organizing at the University 35 

"The Group": The Committee on the Status of University Women 37 

A History of the Association For Women Faculty 41 

Strategies for Success: Pay Equity 44 

On AWF and Activism 55 

The Struggle Continues 59 

Comparable Worth and Pay Equity in the Academy 62 

Evaluation: Where are we Today? 68 

Conclusion 71 



5 

ABSTRACT 

This essay focuses on the development and early activism of the Association for 

Women Faculty, an organization created by and for women faculty and professionals at 

the University of Arizona. Emphasizing the pay equity struggle engaged by AWF in the 

early 1980s, this work analyzes the methods used to challenge salary inequities and 

evaluates the overall outcome of these efforts. Salary inequity in academia has functioned 

as a mobilizing issue since it affects nearly all women working in higher education. This 

essay details how the Association for Women Faculty (AWF) at the University of Arizona 

challenged these inequities and the methods they used to contest institutional 

discrimination. Through the use of primary historical documents, salary studies, and oral 

histories, this essay recreates AWF's history and situates this history within the feminist 

economic theory of the period. 
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Challeng'ing' the Bias: 

Academic Women OrgpaiiLzuig' For Ecpiity 

by Roberta Ailene Moore 

"OUR STRUGGLE IS ALSO A STRUGGLE OF MEMORY AGAINST FORGETTING. 

Introduction 

Although women have been working within higher education for over 100 years, 

the status of female faculty and professionals has not yet reached the level of their male 

counterparts. Despite women's continuing entrance into teaching and research positions 

within the academy, many women have and continue to experience overt and subtle 

discrimination through biased hiring and advancement practices, salary inequities, sex 

segregation by discipline, course, committee and advising overload, and in a myriad of 

other areas.^ One measure of women's inequality is pay inequities between males and 

females within academic institutions.^ 

' bell hooks. Yearning: race, gender and ailtural politics. (Boston, MA: South End Press. 1990). 

" See Christine Maitland's. "The Inequitable Treatment of Women Faculty in Higher Education", in 

Women in Higher Education: Changes and Challenges, ed. Lynne Welch (New York: E*raeger. 1990) 

pg. 250 and 251 ("Obstacles for Women in Higher Education") for a detailed description of these areas. 

^ AAUP Committee Report: "Salary-Setting Practices that Unfairly Disadvantage Women Faculty", 

Women in Higher Education: A Feminist Perspective, ed. Judith Glazer, Estela Bensimon, Barbara 

Townsend (Needlham Heights, MA: Ginn Press. 1984), pg. 336. 



To counter discrimination, academic women have for years challenged the multiple 

biases they have faced through protests, litigation, and the organization of women's 

groups. In general, protesting unequal wages has been quite successful when women have 

organized as a group, as opposed to individual litigation. Collective"* action and 

collaborative efforts have a much wider impact within institutions than individual cases, 

making this type of action a much more effective way to protest of discrimination such as 

salary inequities. Salary inequity has functioned as a mobilizing issue since it affects nearly 

all women working in higher education. This essay details how one organization, the 

Association for Women Faculty (AWF) at the University of Arizona, dealt with inequities 

and the methods they used to challenge institutional discrimination, using oral histories 

collected from academic and professional women at the University of Arizona as well as 

the archival papers of AWF.^ 

This essay focuses on the development and early activism of the Association for 

Women Faculty, an organization created by and for women faculty and professionals at 

the University of Arizona. To contextualize the climate in which this association arose, 

this work first examines the history of women's organizing at the University of Arizona 

during the 1970s. AWF arose around 1982 from the ashes of these earlier, somewhat 

more radical attempts to organize women on campus, and went on to agitate throughout 

By the terms "collective" and "collectively" here and throughout this essay. I am referring to women 

organizing unions, associations, committees, and actual 'collectives'; basically, women forming groups to 

represent themselves and to insist that their grievances are addressed. 

^ The University of Arizona is a publicly funded land grant research university. Funds are handed down 

from the AZ State legislature; salaries are a matter of public record. 
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the 1980s within the University of Arizona system through a series of organized challenges 

to University administrators. This organization is still active, and continues to monitor the 

status of women at the University of Arizona.® 

Specifically, this work is a case study of the ways in which women at one 

university organized to challenge salary inequities and the history of their struggle to raise 

consciousness about as well as to protest these inequities within the University of Arizona 

system. The Association for Women Faculty (AWF), has made real strides in both 

questioning and breaking down the dominant structures at the University of Arizona that 

for years favored male faculty and academic professionals.^ This case of feminist 

organizing within academia for pay equity^ will provide an analysis of the effects and the 

limitations of the kind of efforts AWF undertook to achieve pay equity at the University of 

Arizona. 

This work examines the perceptions and the motivations of the founders and early 

members of AWF in striving for salary equity. The narratives that make up this story 

come from multiple voices, which share a general tenor of conscious activism yet also at 

times contradict one another, disagreeing, for example over methods used. Through a 

® In addition to the Commission on the Status of Women, <httD://w3 .arizona.edu/~csw/> formed in 1992 

1^' the Arizona Board of Regents. This Commission is in existence until the year 2000. 

' "Academic professionals" is a term which refers to a variety of research and professional jobs within the 

university that do not necessarily involve teaching. 

® "Salar5' equity" or "pay equit\-" are less controversial terms for "comparable worth". Although the 

activists in AWF tried to pursue equitable wages using this method (Yetta Goodman, Oral History: Oct. 

15th 1997), the Universit}- has choosen to implement the bare minimum measures required by law-equal 

pay for equal work. 
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narrative retelling, this essay seeks to reconstruct the history of these women's struggle 

from their own voices.® They not only tell the story, they are the story. The many areas 

in which AWF continues to be active suggests that this early struggle had a significant 

impact on the consciousness of women faculty and professionals at the University of 

Arizona. This form of "feminist consciousness,"^" on some level, seems a necessary 

prerequisite to activism and change. 

The narrative section of this work explores issues that arose throughout the 

interviews and primary document research I have done.^^ First, how did women develop 

consciousness about their inequalities within the university system? How did they use this 

awareness to organize women to act? What were/are the experiences of women in 

academia challenging discrimination in higher education? What strategies were used, and 

why? How successful were these strategies? Just as important, what strategies were not 

' AWF continues to this day it's struggle for pay equity. See Karen Anderson's recent article from the 

AWF Dec. 1997 newsletter and published on the AWF webpage <w3 .arizona.edu/~awfiTiome. htm>: 

follow the "pay equit}'" link. 

Although many AWF members did not initially and may still not identify themselves as feminists, from 

my interviews it has become clear that these women did become aware of differential treatment towards 

them based upon their gender. Thus, feminist or not, issues such as pay equitj- clearly impact many 

women. 

" One major contradiction between the interviewee's perspectives as well as in the archival records 

surrounds the meaning and interpretation of "pay equity'', i.e comparable worth. Language slippage in 

the archives and the variety of interpretations of "pay equity" expressed by research subjects at times 

made pay equity and comparable worth seem contradictor, not the same. The University itself further 

confused this meaning, referring to the bare minimum pay increases granted to women who could 

individually prove discrimination as "salarj' equity" adjustments. 
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ultimately put into place by the University (such as comparable worth), and what has been 

the impact of their exclusion? Can a renewed focus on comparable worth provide activists 

in higher education with a direction in which to continue the struggle towards equity? 

How has the feminist movement intersected with and inspired the organizing of women in 

academia? 

Within the salary equity struggle, I will illustrate how the final process was limited 

structurally by the institution, which had final say in the shape and design of the salary 

equity adjustment process. Could AWF have taken the equity push further? Can they 

still? Or was this the most AWF could achieve within a conservative and bureaucratic 

administrative system and changing economic context? Although many dedicated AWF 

members were working fi"om radical and socialist perspectives, the strategies AWF was 

able to successfiilly push through the university system arose primarily firom the liberal 

feminist perspective of "equal pay for equal work" and relied heavily on liberal feminist 

strategies of working within the institution for change. In examining some of the 

limitations of AWF's work with pay equity, I intend to highlight the ways in which 

Legally, the universitv' is only required to comply with legislation, such as the Equal Pay Aa, which 

mandates that job requirements be ver>- similar (in skill, effort, and responsibility) in order for women to 

be able to demand a remetfy for pay discrimination. Complying solely with the bare minimum 

requirements of equal pay for equal work, the university has yet to grant women equity. preliminar\-

findings by the Committee on the Status of Women's current salary study (1998) re\'eal gaps ranging from 

$4,500 to $17,000 between similarly situated male and female faculty. CSW Gender Salary Equity Studj-

Committee, Meeting Minutes; March, 1998. Minutes are on record in the CSW file in AWF's archives, 

housed at UA Special Collections, Tucson, AZ. 
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comparable worth strategies were not fully integrated into AWF's efforts and not at all 

integrated within the equity adjustment process the University put into place. 

The issue of pay equity (along with other issues faced by women in higher 

education, such as parenting, hiring/advancement, tenure, sexual harassment, work 

overload, aflfirmative action, tokenism, and the "old boys' network^') although more 

openly discussed, has yet to be flilly remedied. These issues are still present and require 

direct action to challenge University policies which discriminate against women. The 

Association for Women Faculty still exists, and, despite their efforts, so do salary 

inequities.'^ My findings highlight the need for continued organization and agitation by 

women to address the continuing discrimination against women faculty (on all levels), 

professionals, undergraduate, graduate and post-doctoral students. 

At the same time, maintaining membership and visible activism have been problems 

for AWF during the 1990s. How can women at the University of Arizona work to better 

their situation without completely burning out? In particular, professional women face a 

great deal of pressure, both externally and internally, to live up to high standards of work 

performance.'"' Meeting these standards requires long hours of work and intense mental 

The Commission on the Status of Women is currently undertaking a gender salary equity stuch' of UA. 

faculty and professionals. Preliminar>' findings indicate a salary gap between male and female facult}' of 

between $4,500 annually for lecturers to a $17,000 gap annually for tenured faculty. The studj' is due to 

be completed this year, 1998. CSW Minutes, March 1998. Located in the CSW file. AWF Archives, UA 

Special Collections Library, Tucson, AZ. 

Barbara Harris, "Bevond Her Sphere: Women and the Professions in American History." (Greenwood 

Press: Westport. Connecticut 1978), pg. 189-190. 
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focus, which increases the likelihood of exhaustion and bum out. It is my contention that 

through analyzing strategies which have been effective in the past, we can leam what 

methods may be most effective for the future to address the specific dilemmas professional 

women face in organizing. 
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Historical Context: Women In Academia 

Women first began to enter colleges and universities as both students and faculty 

around one hundred and fifty years ago. Not surprisingly, women have been struggling 

for equality within academia since at least the middle of the nineteenth century. Although 

women continue to enter higher education as educators and researchers, each generation 

has still faced numerous issues of discrimination in areas fi-om salary equity and tenure to 

parental leave. They have often found themselves shut out of pre-established "old boys' 

networks" which provide support for male academics, and have been negatively affected 

by their unfamiliarity with academic politics. 

During certain periods of history, these struggles have become more intense as 

women have organized to challenge the multiple forms of discrimination they have 

experienced in higher education. Female faculty responses to overt and subtle 

discrimination has been varied; one approach has been to organize women's associations 

and unions. Model examples of this type of professional organizing in higher education 

include the faculty union at SUNY-Bufifalo, the AAUP, and AWF. From local, university-

based women's organizations to national associations for women faculty and 

professionals, united political action has proven to be a most effective strategy for 

providing women with a forum to demand equity and fair treatment. Women who have 

organized within institutions of higher learning have a history of effectively challenging 
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blatant discrimination and inequalities at numerous universities.^^ These organizations 

have created support networks for women as well as providing a forum for academic 

consciousness raising. This forum has helped women faculty and professionals become 

aware of the similar discrimination issues faced by other women in higher education and 

empowered them to act. 

Statistically speaking, women in the United States currently hold 34.6% of all 

university teaching positions; this figure has not changed since 1990.^® This is an increase 

from the 1980s, though, when women held 27.5% of all faculty positions.'^ Although it is 

often assumed that women have been steadily increasing in numbers in higher education 

since they first entered academia, this is not supported statistically. Indeed, women 

showed the highest representation in academia in 1879-80, when women made up 36.6% 

of university faculty.'^ Between 1940-1962, the number of women in higher education 

actually decreased fi"om 27.7% to 22%, rising again by just over 5% between the 1960s 

and the 1980s.^' Today, women in academia are approaching, finally, the level of 

representation in academia that was first reached in 1879-80. This trend is reflective of 

See Angela Simone. Academic Women Working Towards Eoualitv. (South Hadlev*. MA: Bergin and 

Gar\'ej' Publishers, Inc., 1987). 

United Nations Educational, Scientific, and Cultural Organization, Statistical Yearbook. 1994. 

" Chronicle of Higher Education (Sept. lOth 1986). 

Angela Simone, Academic Women Working Towards Equality (South Hadlw, MA: Bergin and (jarvw 

Publishers, Inc.. 1987) pg. 5. 

" ibid., pg. 5. 
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the enormous efforts made by women in higher education to end discriminatory practices 

through insisting that legislation outlawing discrimination was upheld.^" 

This legislation includes the Equal Pay Act of 1963 and Title VI and VII of the Civil Rights Act of 

1964. 
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Literature Review 

My research has involved a review of salary studies, salary differentials, the pay 

gap, women in higher education, both historically and currently, and an analysis of 

women's organizing in the academy. I also explored feminist theory and practice on the 

issue of salary inequities so as to better be able to analyze AWF's choice of strategies in 

their pay equity struggle. The quantitative data reviewed looks at salary disparities at the 

University of Arizona as well as national trends of salary inequities in institutions of higher 

education, providing support and background for the theoretical questions that are of 

more direct interest. That salary disparities exist between men and women within higher 

education has been demonstrated time and time again.^^ My interest lies in how women 

have organized, specifically at the University of Arizona, to challenge those disparities. 

A/VUP Committee Report: "Salarj'-Setting Practices that Unfairly [>isadv-antage Women Facultj-", and 

Kathx\Ti Moore and Mary Ann Sagaria, "The Situation of Women in Research Universities in the United 

States: Within the Inner Circles of Academic Power" in Women in Higher Education: A Feminist 

Perspective, ed. Judith Glazer, Estela Bensimon, Barbara Townsend (Needlham Heights, MA: Ginn 

Press, 1984): also see Marcia Bellas. "Comparable Worth In Academia: The EfiFects on Facult}- Salaries 

of the Sex Composition and Labor-Market Conditions of the Academic Disciplines", American 

Sociological Re\iew Vol. 59: 1994, pg. 807; and Christine Maitland's, "The Inequitable Treatment of 

Women Faculty in Higher Education", in Women in Higher Education: Changes and Challenges, ed. 

Lynne Welch (New York: Praeger, 1990). 
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Feminist scholars have efifectively documented that a pay gap exists between men 

and women more generally within our broader system of paid work.^ Currently, women 

earn on average around $ .70 for every dollar earned by men.^ Theorists have come up 

with a number of explanations for this difference. One explanation is that pay scales 

reflect cultural assumptions of masculine and feminine social roles. Historically, men were 

assumed to have greater economic responsibilities, to be the "breadwinner"; while women 

were assumed to be working for a "supplemental wage."^"* In addition, the work that was 

done by men was assumed to be more valuable or skilled than work done by women, 

resulting in higher pay scales in fields employing primarily or solely male workers.^ Other 

explanations include women's "choices" to enter low wage occupations—essentially 

blaming women for the cultural beliefs which devalue jobs performed mainly by women. 

~ Paula England, Comparable Worth: Theories and Evidence. (New York: Aldine de Gru>1er. 1992); 

Alice Kessler-Harris, A Woman's Wage: Historical Meanings and Social Consequences. (Le.xington, KY: 

The Universitv" Press of Kentucl^, 1990); Heidi Hartmann, "Comparable Worth and Women's Economic 

Independence", Ingredients for Women's Employment Policy, ed. Christine Bose and Glenna Spitz 

(Albany, NY: State University of New York Press, 1987); Audrey Hunt, ed. Women and Paid Work: 

Issues of Equality (London: The Macmillan Press Ltd., 1988); Helen Remick (ed.) Comparable Worth 

and Wage Discrimination: Technical Possibilities and Political Realities. (Philadelphia, PA: Temple 

Universitj' E>ress, 1984); Donald Treiman and Heidi Hartmann (ed.) Women. Work and Wages: Equal 

Pay for Jobs of Equal Value, (Washington, DC: National Academy Press, 1981). 

^ Elaine Sorensen, Comparable Worth: Is it a Worthy Policy?. (Princeton, N.J.: Princeton University 

Press. 1994), pg. 3. 

*•' Alice Kessler-Harris, A Woman's Wage: Historical Meanings and Social Consequences, pg. 8. 

^ ibid., pg. 8-11. 
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Additional explanations highlight women's unpaid labor within the household 

(such as parenting and/or caregiving) as a factor which impedes their advancement within 

the paid labor market. This reasoning points gender dijfferences in experience and labor 

continuity, including assumptions regarding women and their commitment to their 

professional careers. Although the discriminatory beliefs and attitudes behind many of 

these assumptions have been noticed and challenged repeatedly, the salary gap remains.^^ 

Despite increasing participation in academe, women earn on average anywhere 

from $1,000 to $7,000 dollars less than similarly situated male academics." This gap 

between male and female salaries tends to increase as academics move up the professional 

ladder; nationally, instructors face a $1,000 difference; lecturers, assistant and associate 

professors experience a $3,000 to $4,000 difference; full professors average a $7,000 

difference aimually.^^ Currently studies at the University of Arizona are finding salary 

gaps which far exceed these national averages; female lecturers (53% of whom are 

women) earn on average $4,500 less than men, instructors (64% of whom are women) can 

expect a gap of $11,200, assistant professors (42% women) face a gap of $7,600, 

Elaine Sorensen, Comparable Worth: Is it a Worthy Policy?, pg. 7-9, "The Underpayment of 'Women's 

Work'." 

Chronicle of Higher Education (April 12th, 1995). 

=«ibid. 
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associates (30% women) experience a $14,500 annual difference in pay, fiill professors 

(only 14% women) make $12,300 less annually than their male counterparts.^ 

Additionally, statistical data reveals that women in academia tend to be clustered in 

certain fields, and departments with a high proportion of women faculty tend to have 

lower salaries.^" These fields, usually referred to as 'Svomen's fields," include nursing, 

English, education, and social work. Yet differences between male and female salaries 

cannot be completely explained by differences in background, years of experience, 

department location, and other factors besides blatant sex discrimination, for even when 

these factors are accounted for, a significant gap remains.^^ Although pay inequities in 

higher education have been documented and through studies and reports for over 20 

years^^ and repeatedly challenged, salary equity between male and female faculty has yet to 

be achieved in American colleges and universities.^^ 

^ Preliminan- Findings of the Commission on the Status of Women's Gender Salary Equity Stud\-

Committee. This stud\' is due to be completed this year (1998). CSW Meeting Minutes, March 1998. 

Located in the CSW file. AWF Archives, UA Special Collections Library, Tucson, AZ. 

Marcia Bellas, "Comparable Worth In Academia; The Effects on Faculty Salaries of the Se.x 

Composition and Labor-Market Conditions of the Academic Disciplines", American Sociological ReviCTv 

VoL 59: 1994, pg. 807. 

ibid., pg. 807. 

"Salary-Setting Practices that Unfairly Disadvantage Women Facultv*", AAUP Committee. In Women 

in Higher Education: A Feminist Perspective ed. by Judith Glazer, Estela Bensimon, and Barbara 

Townsend, pg. 365. 

LjTida Ames, Erase The Bias (Vol. #2 and #8: 1993). 
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Pay Equity (also known as "Comparable Worth 

Feminists have proposed a number of strategies for dealing with salary inequities 

between genders; of particular interest for the purposes of this analysis are pay equity and 

comparable worth.^^ Although these terms refer to the same movement, their usage has a 

slippery history; in interviews as well as in AWF's newsletters, "equity" was often used in 

reference to equal, not necessarily comparable, labor. AWF's archival papers define 

"salary equity" as "comparable salaries being paid within a university to employees with 

the same or similar job titles who possess the same or similar responsibilities, market 

value, education, experience, years of service, and job performance."^® 

AAUP Committee, "Salary Setting Practices that Uniairly Disach'antage Women Facnltj-," Women in 

Higher Education: A Feminist Perspective. Ed. bj' Judith Glazer, Estela Bensimon. and Barbara 

Tovvnsend. Ginn Press: Needleliam Heights, MA, 1993. pg. 366. 

Marcia Bellas, "Comparable Worth In Academia: The EflFects on Faculty Salaries of the Sex 

Composition and Labor-Market Conditions of the Academic Disciplines", American Sociological Re\i"ew' 

Vol. 59: 1994; Heidi Hartmann, "Comparable Worth and Women's Economic Independence". Ingredients 

for Women's Employment Policy, ed. Christine Bose and Glenna Spitz; EUen Paul. Equity and Gender: 

The Comparable Worth Debate. (New Bruutiswick. N.J.: Transaction Publishers, 1989); Helen Remick 

(ed.) Comparable Worth and Wage Discrimination: Technical Possibilities and Political Realities: Elaine 

Sorensen. Comparable Worth: Is it a Worthy Policy?: Donald Treiman and Heidi Hartmaim (ed.) 

Women. Work and Wages: Equal Pav for Jobs of Equal Value. 

AZ Board of Regents. "General Definitions for Salary- Adjustments", 1985-1986. Housed in Salary 

Equity Files, AWF Archives, UA Special Collections, Tucson, AZ. Interestingly, these guidelines handed 

down to all three State Universities by the Regents defined four job categories eligible for adjustments: 

faculty, professional, classified staff, and administrative. Newspaper coverage and AWF's own reporting 

during this period though, focuses only on faculty' and professional adjustments. 
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Even though pay equity and comparable worth refers to the same thing, not 

everyone involved in AWF's equity struggle shares this understanding; many had different 

interpretations of these terms and AWF's connection to them.^' The most notable 

distinguishing feature between the two was the sense that pay equity was a goal, and 

comparable worth was a strategy. 'Tay equity is achieved by systematically judging the 

worth of jobs and then paying comparably for jobs of comparable worth."^^ Although 

comparable worth and pay equity are integrally linked and ostensibly the same thing, 

evidence suggests comparable worth is not the norm within salary-setting systems in the 

United States.^® Legislation mandating solely equal pay for equal work has left much 

room for institutions to continue discriminatory wage setting practices and has failed to 

make institutions such as colleges and universities sincerely address the ways in which they 

value different forms of labor. Within academia, women are often held to a higher 

standard, taking on a higher percentage of academia's "hidden workload" (mentoring, 

committee work, administrative duties, advising, and greater teaching responsibilities) 

while still being expected to research, write, publish, and receive grant ftinding equal to or 

greater than their male counterparts."*" 

^ ' For e.xample, Sheila Slaughter (10-7-97) believed that comparable worth was far too radical a strategy 

for AWF and the Universit\' to take on, while Yetta Goodman (10-15-97) believed that comparable worth 

was the strategy used by AWF. 

Lynda Ames, Erase The Bias (Vol. #2 and #8: 1993). 

ibid. 

AAUP Committee, "Salaij- Setting Practices that Unfairly Disad\'antage Women Faculty," Women in 

Higher Education: A Feminist Perspective. Ed. by Judith Glazer, Estela Bensimon. and Barbara 

Townsend. Ginn Press; Needleham Heights, MA. 1993, pg. 366. 
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Comparable Worth—History and Analysis 

Alice Kessler-Harris, in her work A Woman's Wage, examines the ways in which 

we have historically theorized about wages in terms of supply and demand. Kessler-Harris 

insists the theory "that 'wages tend to approximate the value of what they produce'...left 

room for a substantial degree of subjective judgment on the part of employers as to the 

value of particular workers."^^ She notes that "custom" and "tradition" have played a 

significant role in shaping what we understand as suitable wages. 

The notion that men needed to earn more than women for similar and/or 

comparable work "reflected popular thinking—a sense of what was right and just"."*^ In 

other words, people historically, have thought it completely appropriate, even "just" for 

men to earn more than women across the board, as they alone were believed to be "heads 

of households" maintaining all responsibility for family economical support. To put it 

quite simply, paying men more solely because they are men is not "right and just"; it is a 

sexist discriminatory practice that subverts women's attempts to establish economic 

autonomy. "Even when this wage differential is adjusted for such factors as educational 

preparation, work experience, or labor force commitment, at least half of the gap between 

male and female wages goes unexplained..."."" This suggests that a significant portion of 

•" Alice Kessler-Harris, A Woman's Wage (Lexington. Kentudq-: The Universitv- Press of Kentucin-, 

1990) pg. 7. 

ibid, pg. 7. 

ibid, pg. 9. 

Rosemar>- Tong, Feminist Thought. (Boulder. CO: Westview Press, 1989). pg. 59. 
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the salary gap results from lingering sexist attitudes and practices within our culture and 

economic system. 

In the past, comparable worth has been identified in some fields as a practical way 

of addressing the pay gap and a strategy for achieving pay equity. Proponents look at 

how and why we value work the way we do."*^ They argue that work traditionally 

performed by women that is of comparable (not necessarily "equal") value to men's work 

should be paid comparable wages."^ The concept of comparable worth actually first arose 

legally around 1945, when the United Electrical Workers of America brought the first 

comparable worth suit against General Electric and Westinghouse. Yet it would be 

another thirty years before comparable worth would emerge as a broadly-based strategy 

for the women's movement."*' This movement arose in response to the failure of 

Executive Order 11246,''® the Equal Pay Act of 1963,"'® Title VII of the 1964 Civil Rights 

Act,^" and Title IX of the Education Amendment of 1972 (Higher Education Act) to effect 

Heidi Hartmaim (ed.). Comparable Worth: New Directions for Research (Washingtoru DC: National 

Academy Press. 1985): Alice Kessler-Harris, A Woman's Wage: Historical Meanings and Social 

Consequences. 

Heidi Hartmann (ed.), Comparable Worth: New Directions for Research. 

Amy KesselmaiL Lily D. McNair. Nancy Schniedewind. Women. Images and Realities (Mountain 

View, CA: Mayfield Publishing Co.. 1995) pg. 177. 

^ As amended by 11375, Oct. I3th, 1968. This order prohibited discrimination in employment, including 

in hiring and salaries, on the basis of race, color, religion, national origin, or sex. 

This legislation prohibited discrimination in salaries on the basis of sc.\. 

As amended by the Equal Employment Opportunity Act of 1972. This legislation prohibited 

discrimination on the same grounds as E.O. 11246, reinforcing the federal govenunent's cominitment to 

ending discrimination in employment. 
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substantial change in labor inequalities between men and women^', although they outlawed 

discrimination in hiring and salary based on race and gender. 

When feminists in the 1970s began to openly challenge discriminatory practices 

such as pay inequities in the workplace, one of the most potentially revolutionary 

strategies they began to pursue was comparable worth. Comparable worth is a theory and 

strategy which addresses the socio-historical factors which have impacted the salary gap 

between men and women. Through challenging the traditional and biased ways in which 

women's work is remunerated, comparable worth seeks to reconceive the gendered 

divisions of employment and salary. 

As Paula England states, "The terms comparable worth and pay equity refer to a 

form of sex discrimination that went virtually unrecognized until about 15 years ago."^^ 

She fiarther notes that wage discrimination and pay inequities differ from other related 

forms of labor discrimination such as hiring and promotion discrimination in very specific 

ways, and that these inequities therefore need to be addressed using different methods. 

Heidi Hartmann notes that comparable worth "...encourages collective struggle and 

unionization, and it encourages openness about the bases for remunerating work".^^ The 

re-evaluation of how our culture has traditionally assessed the value of work reveals deep 

gender biases and is a significant aspect of comparable worth movements. Marcia Bellas 

Margaret Andersen. Thinking About Women (New York: MacMillian Publishing Co., 1993) pg. 134. 

Paula England, Comiaarable Worth: Theories and Evidence. (New York; Aldine de Gru\ter, 1992) 

pg- I-

ibid., pg. 257. 
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notes that the major resistance to comparable worth may not be the difficulties of 

comparing non-identical jobs or worries about the economic impact. Instead, she argues 

that opposition to comparable worth reflects a general uneasiness with the theories 

underlying tliis movement. 

For in calling 'Tor nothing less than the revaluation of women" (Kessler-
Harris 1990:125), the comparable worth perspective threatens to disrupt the 
established gender hierarchy—a hierarchy reinforced largely by men's economic 
advantage over women. If women's lower pay reflects their lower status and 
power relative to men's, adjusting salaries upwards in jobs where women 
concentrate may improve women's position in both public and private spheres. It 
may be precisely this possibility that comparable worth proponents find most 
objectionable.'"* 

The challenge comparable worth presents to our.culture's sexist norms and discriminatory 

economic structure makes the strategy quite difficult, but not impossible, to pursue; still, I 

think a reexamination of feminist comparable worth strategies is crucial at this juncture. 

Advocates of comparable worth in the academy have and no doubt will continue to 

meet resistance, especially fi-om administrators, already faced with tight budgets, and fi-om 

faculty in higher paying fields. "Opponents of the comparable worth perspective argue 

that salary adjustments disrupt market forces (Buchanan and Tollison 1981; Waldauer 

1984; Killingsworth 1985), yet clearly the market operates imperfectly and to the 

detriment of women. Moreover, the objective of comparable worth efforts is not to 

" Marcia BeUas, "Comparable Worth In Academia: The Effects on Facultj' Salaries of the Sex 

Composition and Labor-Market Conditions of the Academic Disciplines", pg. 817. 
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disregard the market, but to remove discriminatory bias."'' This can be complicated by 

the fact that all who set salaries are a part of the market, not outside of it. 

The 1963 Equal Pay Act mandated equal pay for equal work, outlawing 

discrimination in salaries on the basis of sex. Yet as many feminist economists have noted, 

men and women rarely work exactly the same or similar jobs. With upwards of 70% of 

the female labor force working in traditionally defined "women's jobs," comparable worth 

activists recognized that job segregation by sex had to be taken into account in labor 

struggles on behalf of women.'® Comparable worth was developed as a method which 

would re-evaluate the ways in which we have traditionally defined the value of specific 

jobs in our culture. When enacted, comparable worth can produce significant structural 

improvements for both employers and employees. "Pay equity projects seek to recognize 

previously unrecognized skills and responsibilities of jobs."'' For women to achieve parity 

with male counterparts in the workforce, this rethinking of job valuation must occur. 

ibid, pg. 817. 

Paula England, Socioeconomic Explanations of Job Segregation in Comparable Worth and Wage 

Discrimination, ed. Helen Remick (Philadelphia: Temple Universitj- Press, 1984) pg. 28. 

Lynda Ames, Erase The Bias (Vol. #2 and #8; 1993). 
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Salary Equity in Higher Education 

For over two decades, scholars have noted significant salary disparities between 

male and female academic colleagues.'® To this day, equity has yet to be achieved within 

academia, pointing to the continued existence of "salary setting-practices that unfairly 

disadvantage women faculty.The three primary factors that impact women's salaries in 

higher education are lower starting salaries and positions upon entry, sex-segregation 

across the disciplines, and the disproportionate assignment of under-rewarded tasks to 

female faculty and professionals.®" Failure to recognize and address these factors within 

anti-salary discrimination movements allows discrimination to persist. 

In a 1986 survey taken by Athena Theodore on college campuses across the 

United States, over one-third of the women who responded noted salary inequities as a 

grievance.®^ These women reported earning; 

"...on average, $5,000 less than their male counterparts..."...a discrepancy 
which includes men with similar qualifications who were hired after them. Some 
female professors discover that they are receiving as little as half the salary paid 
males, and some female associate and assistant professors discover similar salary 
discrepancies...The women [insist] that they have the same degree status, 
publication and teaching performances, and have contributed equally to the goals 
of their institutions.®^ 

AAUP Committee, "Salarj- Setting Practices that Unfairly Disadvantage Women Facult}'," Women in 

Higher Education: A Feminist Perspective, pg. 365. 

^'ibid. 

^ ibid., pg. 366. 

Angela Simone, Academic Women Working Towards Equality, pg. 65. 

ibid., pg. 65. 
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Angela Simone, in her work Academic Women Working Towards Equality, notes 

that salary is an important measure of formal status and one through which we can 

evaluate women's position in the university as compared to men's. Simone concluded 

from her analysis of national statistics on university salaries that "...current research shows 

that the salary gap still exists, and that it continues to widen as one moves up the ladder 

[within university systems]".^^ This gap widens the longer women are in academy because 

many salary increases are a percentage of one's initial (base) salary. Thus on top of lower 

starting salaries, women largely earn lower raises, preventing many from ever reaching 

salary equity with male faculty.®"* "Almost two decades after scholars first called attention 

to it, the wage gap among faculty was widened, testifying to the continuing need for 

procedures to identify sex disparities in faculty salaries that need correction."®^ 

ibid., pg. 31. 

ibid, pg. 32. 

AAUP Committee, "Salarj- Setting Practices that Unfairly Disadvantage Women Facultj*," Women in 

Higher Education: A Feminist Perspective, pg. 365. 
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Methods 

In this essay, I examine the history of faculty organization at the University of 

Arizona, relying primarily on the perspectives of the women involved. Using oral histories 

and primary document research,®^ I have sought to create a narrative history of the 

Association for Women Faculty at the University of Arizona focusing on one of the 

organization's primary goals: salary equity. 

The stories of the women involved in this movement have never been formally 

collected or recorded. Part of my methodology included collecting and recording oral 

histories of these women through interviews. 'Teminist histories countered hegemonic 

histories not with objective truth, but with stories produced from a feminist perspective."^' 

My work comes out of a postmodern feminist academic background, so recognizes that 

"doing" history, even (perhaps especially) feminist history, is a problematic task. "To 

speak of "historical knowledge" at all, and of feminist critical theory most specifically, is 

to stage or enter a vigorous debate between those who see "history" and "knowledge" as 

ontological givens and those who don't."^* Clearly, "history" is not an ontological given, 

but instead, as Deborah McDowell notes, history is "a fantastical and slippeiy concept, a 

^ My research has been funded in part b%' a grant from AWF for a research project involving archiving 

the organization's papers for UA Special Collections, collecting oral histories of early members, and 

creating a website for the organization located at <w3 .arizona.edu/~a\vfyhome.htin>. 

^ Susan Stanford Friedman, "Making Historj," Feminism Beside Itself, eds. Diane Elam and RobNH 

Wiegman (New York; Routledge. 1995) pg. 14. 

^ Deborah McDowell, "'Transferences: Black Feminist Discourse; The "Practice" of "Theory"," 

Feminism Beside Itself, eds. Diane Elam and Robyn Wiegman (New York: Routledge, 1995) pg. 93. 
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making, a construction."^® At the same time, feminist historical research and writing is 

crucial to revising the androcentric presentation of history dominant within Western 

culture. 

Feminist oral history functions as a valuable tool for revisioning the past and 

empowering women to examine our heritage. To this end, speaking directly with women 

involved in feminist protest within higher education is both an extremely useful and 

necessary project. In my research I relied primarily on feminist methods of collecting oral 

histories. Feminist oral history, a popular way of recording women's voices/experiences, 

has proven to be a highly effective way to explore the history of women. Through this 

method, my research explored what has and has not worked, historically, for women 

organizers in the academy. 

In order to examine the position of women in higher education at the University of 

Arizona, I utilize both qualitative and quantitative research. Oral histories constitute the 

qualitative, narrative aspect of this work.™ The interviews were recorded on audio tape; 

and notes were taken during the interviews. Consent, both written and oral, was given 

before the interview and confirmed at the end of the process. Significant sections of the 

oral interviews have been transcribed for the purposes of this essay. The results of these 

interviews have highlighted a number of significant themes within AWF's activism, helping 

me to shape a history of the organization and the strategies used to push for salary equity. 

® ibid, pg. 93. 

A cop>- of the questions asked during these oral histories is included as Appendix A. 
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The process of collecting oral histories that I have undertaken involves three 

stages; a preliminary meeting, the actual interview (usually forty-five minutes to an hour), 

and follow-up contact, especially with those who are directly quoted in my work, to 

assure the accuracy of my quotations. 

Oral interviews are the primary source for my research. 'Tor over two decades, 

oral history has been a significant element of various feminist transformations of traditional 

history. Recording women's voices and then telling their stories has, arguably, been 

empowering for all involved...[additionally], reciprocity is a necessary part of any 

collaboration."^^ Many feminists believe that oral histories are empowering for those 

involved through giving a "voice" to women whose stories may otherwise go unrecorded; 

I intend for my research to be both " 'with' and 'for' women.^ I consciously structured 

this process to ensure that all participants felt respected and appreciated, and I took their 

rights and privacy into consideration in choosing what parts of the interviews to include in 

this work. To this end, I made sure to: 

—be clear with the subject at all times of my intentions and methods 

—let the subject know what is expected, and why this is being done 

—get both written and verbal consent fi^cm my subjects 

' Jennifer Scanloti, "Challenging the Imbalances of Power in Feminist Oral History: Developing a Take-

and-Give Methodology", in Women's Studies International Forum. (Vol. 16: No. 6, 1993) pg. 639-640. 

'' Diane Wolf, "Situating Feminist Dilemmas in Fieldwork." Feminist Dilemmas in Fieldwork (Boulder: 

Westview Press, 1996) pg. 3. 
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—let the women I interviewed know how much I appreciate their time and effort in 

a post-interview letter following the completion of my thesis, Spring 1998 

I also incorporated historical research, using primary documents from the 

University of Arizona's Special Collections. In particular, the newsletters, meeting 

minutes, and letters/memos found in the archives from this period are providing me with 

much information on the history of the organization, their methods and goals, as well as 

their successes. I looked particularly closely at papers which highlighted the methods 

employed by AWF to move toward salary equity. 
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Research Relationships 

This project has had a real urgency because history is easily lost. Women's 

history, particularly the history of pay equity struggles, has been given inadequate 

attention. Significantly, I have been put in touch with many of the women involved in this 

movement through my degree program and the networks that the AWF has created. This 

access to the group I chose to study was aided by the fact that these women wanted this 

project to be done. The women involved in this activism have been eager to share their 

experiences and to have their history recorded. As I began speaking with members of 

AWF (still an active organization), I realized that the timing could not have been better; in 

addition to collecting oral histories, I have had access to an entire collection of papers 

belonging to the women involved which I archived for the University of Arizona's Special 

Collections as part of my project. 

One issue raised by feminist researchers working with oral histories is power 

relationships between the researcher and subject. As a graduate student interviewing 

faculty, I was not overly concerned about power imbalances in our interview relationships. 

Yet other ethical issues have been raised surrounding the process of feminist oral histories, 

such as issues of representation and voice. I gave much consideration to these issues 

throughout my research, especially as I chose quotes to represent the history of this 

organization. 
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Theoretical Approach 

This essay examines the issue of women organizing in the academy to protest 

salary inequities through a combination of history, sociology, economics, and political 

theory. This interdisciplmary approach is an effective way of addressing and analyzing this 

issue, as it is important to look pay inequities (as well as all forms of discrimination) 

through multiple lenses for a broader perspective. The AWF engaged within the 

University on the level of theory and clearly activism; through a combination of theory and 

action", women faculty were empowered to examine their own situations and that of 

others. Through this reflection, these women became conscious of their situation, which 

enabled them to engage in further activism. 

For example, the use of theoretical models of analysis in completing salary studies, and using the 

stuc^-'s findings to then inspire and promote acti\ism. 
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History of Women Organizing at the University of Arizona 

This essay draws upon historical research to create a case study of the Association 

For Women Faculty at the University of Arizona, an organization which arose in the early 

1980s to challenge salary inequities and other issues of gender discrimination. To tliis day, 

AWF continues to monitor the status of women at the University of Arizona.^"* The 

period of activism I am specifically examining occurred largely during the early and mid-

1980s. By this point, feminism had infiltrated the walls of academe,^^ establishing itself 

through Women's Studies programs and departments.'® 

Many of the founders of Women's Studies were feminists interested in expanding 

the scope of feminist theory and knowledge to include activism. At the same time, there 

was an increasing number of women being hired on as faculty and professionals within 

In addition to the Commission on the Status of Women. <http://w3 .arizona.edu/~csw/> formed in 1992 

by the Arizona Board of Regents. This commission, established at all three Arizona iiistitutions of higher 

learning, will be in existence only until the year 2000. 

Feminist Academics: Creative Agents for Change. Ed. bj' Louise Morley and Val Walsh. Taylor and 

Francis: London, England 1995. 

"Women's Studies: The Idea and the Ideas", b>' Catharine Stimpson. In Women in Higher Education: 

A Feminist Perspective ed. Judith Glazer, Estela Bensimon, and Barbara Townsend. Ginn E'ress: 

Needleham Heights, MA, 1993, pg. 545. 



36 

higher education.^ AWF formed at a point in history during which women in academia 

were openly organizing to challenge the discriminations they faced.'* Much of this 

organization was influenced and begun by feminist academics.^' 

' "The Inequitable Treatment of Women Facult>- in Higher Education", Christine Maitland. Women in 

Higher Education: Changes and Challenges, ed. by Lynne Welch. Praeger: NY, 1990, pg. 246. 

See Feminist Academics: Creative Agents for Change. Ed. b>' Louise Morlej' and Val Walsh, 1995. 

Also see Joan Abramson's The Invisible Woman: Discrimination in the Academic Profession. Jossej'-

Bass publishers; San Francisco, 1975. 

This was the case at the University of Arizona, where a number of feminist faculty members actively 

worked to create and sustain women's coUaborati\'e action and protest via AWF. (Myra Dinnerstein, Oral 

History. 7-16-97). 
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"The Group": 

The Committee on the Status of University Women 

Women with activist and feminist consciousness began infiltrating the academy by 

the late 1960s.^° By 1971, a group of women faculty members at the University of 

Arizona raised the awareness of women on campus by bringing suit against the University, 

President Harvill and the Board of Regents, claiming that the University's anti-nepotism 

rule®' was a clear case of discrimination against women, in direct violation of the Equal 

Employment Act of 1963 and Title Vn of the Civil Rights Act of 1964.®^ The 

University's anti-nepotism regulations (enacted in the mid-1930's) "effectively prohibited 

women married to men with faculty appointments fi^om being hired in faculty positions."®^ 

The Board of Regents settled out of court just before the case went to trial, taking the 

anti-nepotism rule off the books and hiring two of the plaintiffs as faculty members. This 

case acted as a catalyst for organizing women within the university system. 

Dr. Shirley Fahey. Oral History- (May 9th. 1997). 

" UA's anti-nepotism rule was put into place in the mid-1930's during the Great Depression; it appears to 

have been a way to justi^' the dismissal of academic wives working in the University during this period. 

See the Diaries of Emily Walsh, 1935 and 1936 volumes; housed at the Arizona Historical Societj'. 

Tucson, AZ. 

"History of the Association for Women Facult>-", compiled b>- Yetta Goodman, date unknown. Among 

AWF's records and papers, housed in the University of Arizona's Special Collections. Also see Elaine 

Sorensen's Comtmable Worth: Is it a Worthy Policy?, "Legal Context" pg. 14-19. 

" ibid. 
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Women at the University of Arizona first joined together to protest individual and 

collective discrimination in 1972.®'* In the fall of that year, about 20 women, mostly 

faculty, came together for an organizing meeting. Initially calling themselves 'The Group" 

(in order to keep a low-profile) and later adopting the name "The Committee on the Status 

of University Women" (CSUW), this organization was made up of faculty, professionals, 

administrators, staff, and students, both graduate and undergraduate. Similar to the later 

tactics of AWF, the job of representing the organization fell on the few tenured faculty 

women who, unlike faculty women without tenure, did not fear jeopardizing their chances 

for tenure by their involvement with a "woman's group." 

By the spring of 1973, this committee had adopted a constitution and had gained 

recognition as a campus organization. This early organization seems to have favored 

radical approaches to changing women's situation,®' challenging the university system 

itself with vocal protest and the use of the media to highlight the issues they wanted the 

The following historj- was related to me b>' Dr. Shirle\- Fahey. Oral Histor\\ 5-9-97. It is supported b>' 

the papers in existence for CSUW, housed with AWF's papers at the University of Arizona's Special 

Collections. 

Two of the primar}- leaders of this organization, one a facultj' member and the other a graduate student, 

were in particular radical leaders. It seems quite likely that the changing political climate of 1979-1980, 

with the election of Ronald Reagan, impaaed the political atmosphere of the Universitj', making the 

somewhat more conser\'ative approach of AWF in a sense a political necessity* to work within a 

conservative universitj' system. 
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university to address.*® Yet by the end of the decade, the organization was disintegrating, 

and no records of the organization exist past early 1979. 

There appears to be a number of reasons why this early organization fell apart. 

CSUW, like AWF, relied on senior, tenured women to speak for and represent the 

organization.®' Unfortunately, at the time of this organization's existence, there were very 

few women in this position, placing the burden of visible activism ahnost solely on this 

small group of women.®® This often led to bum-out for many of these faculty women.®' 

In addition, many university women were hesitant to become involved actively with 

CSUW, due to both a lack of radical feminist consciousness among many women at the 

University of Arizona as well as out of fear, it seems, of how it might aflfect their careers.®" 

Finally, it seems that within the group the diversity of interests made it difficult to focus in 

on key issues and have successful collaborative efforts. CSUW represented, basically, all 

women on campus; but staff, student, and faculty women each had different pressing 

CSUW's acti^^SIn produced over 20 articles from the period of 1973-1974 alone, published in the 

campus paper, the Arizona Daily Wildcat, the Tucson Citizen, the Arizona Daily Star, and New Times. 

These articles chronicle discrimination in hiring, salary equit>% tenure and promotion, and in the lack of 

representation of women and minorities, especially in science, engineering, and medicine. Copies of these 

articles are in the CSUW folder in AWF's Archives. Special Collections, University' of Arizona Library', 

Tucson, AZ. 

"History of the Association for Women Facult}'", compiled b>' Yetta Goodman, date unknown. Among 

AWF's records and papers, housed in the University of Arizona's Special Collections. 

Dr. Shirley' Fahey. Oral History (May 9th, 1997). 

ibid. 

Minutes of the Committee on the Status of University Women, Feb. 15th, 1974. Association for 

Women Faculty Archives, Special Collections, University of Arizona Library, Tucson, AZ. 
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issues they wanted to address, which in the end appear to have been too much for the 

organization to manage successfully. 
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A History of the Association For Women Faculty 

The disintegration of the earlier organization did not end all agitation on the 

University of Arizona campus by women faculty and professionals. If anything, the 

activism and agitation of CSUW throughout the 1970s helped to raise the consciousness 

of campus women, prompting further organization and activism by women.^^ Through 

this connection, the actions of women at the University of Arizona during the 1970s are 

directly linked to the formation of AWF during the early 1980s. By this time, feminists 

working both inside and outside of academia had brought to light significant inequalities 

between men and women in the U.S. that resulted directly from sexist discrimination. 

Having already begun the fight to end such discrimination at the University of Arizona, 

key faculty and professional women would continue this work into the 1980s. 

Women became reactivated at the University of Arizona when key organizers and 

activists from Women's Studies to the Law School began rejuvenating women's 

collaborative efforts on campus around the end of 1981. In the spring of 1982, a group of 

women faculty sat down to have lunch and discuss the situation of women at the 

University of Arizona. Through their discussion, these women realized that serious issues 

regarding women's position within the academy remained unresolved. By the end of the 

" This activism was not limited to faculty and professional women; staff women, led by activists in the 

Women's Studies department. attempted to unionize during the early 1980s. These efforts were quickly 

squashed. 



42 

meal, the Association for Women Faculty (AWF) had been formed.^ A number of 

women were significantly involved, such as Karen Anderson (History), Ruth Dickstein 

(UA Main Library), Myra Dinnerstein (Women's Studies), Mary Doyle (College of Law), 

Shirley Fahey (College of Medicine), Yetta Goodman (Education), and the "driving force" 

behind the pay equity study, Helen Ingram (Political Science).'^ This organization would 

go on to address numerous issues impacting women in the academy from 1982 to today, 

with a clear focus on feminist activism.'"* Many of AWF's key early organizers were 

extremely feminist, and worked to push a feminist agenda while working with a number of 

conservative women faculty within a conservative state.'^ 

This handful of women faced a quite difficult task when they decided to try to 

organize women faculty and professionals at the University of Arizona. Hesitancy to join 

a "women's group" made initial recruitment difficult, and the strategies used by 

professional women to organize (forming women's associations) do not always establish 

the solidarity of labor unions. Additionally, as within most institutions, the University of 

^ No records e.\ist of the meeting or of AWF activities prior to 1983. Recollections of this meeting e.xist 

today primarily in the memories of the women involved. 

^ This stor}- was related to me at the first AWF group meeting I attended last February-. In attendance 

were; Yetta Goodman. Karen Anderson. Margaret Briehl. SheUa Slaughter. M\Ta Dirmerstein. Ruth 

Dickstein, and myself. This history was expressed again by Myra Dirmerstein (July 16th, 1997). Yetta 

Goodman (Ort. 15.1997), and Karen Anderson (May 1st, 1997). It is also included in the "History of the 

Association For Women Faculty-", AWF Collection, UA Special Collections. 

The economic, racial, and social location of these women in many ways impacted this movement. All 

of these initial organizers were married, professional white women; their status and position gave them 

some measure of securit}' not necessarily afforded to all women working in academic institutions. 

M\Ta Dinnerstein, Oral Interview (July 16th, 1997). 
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Arizona had women firmly enmeshed in bureaucracy. To change the structure of the 

institution, AWF had to work within the structure itself, yet the very mechanisms of the 

bureaucracy work to maintain the status quo.^ AWF received little to no support from 

the administration, wiiich at times actually worked against this organization.^ For 

example, the administration refused to turn over its faculty lists when AWF was initially 

trying to establish contact with women on campus.'® Instead, the members of the AWF 

had to request this information fi-om every individual department on campus.^ Such 

roadblocks were not uncommon. Yet despite these obstacles, AWF experienced its 

highest rates of participation during the 1980s pay equity struggle. The efforts AWF 

sought to pursue required raising the consciousness of a number of women on campus 

about the gendered dynamics of discrimination, which AWF did through mailings, the 

1983 salary study, press releases, meetings, and special events.'*" 

^ Karen Anderson. Oral Interview (April 3rd 1997). 

^ Karen Anderson. Oral Inter\iew (April 3rd, 1997); Juch' Temple, Oral Inteniew (March 27th, 1997). 

Karen Anderson, Oral Interview (May 1st, 1997). 

^ Group Interview with The Association for Women Facult>', (Feb. 12th, 1997). 

Out of just over 800 facultj* and professional women, 536 were AWF members during 1984-1985. 

Membership List File and Executive Committee Minutes, 1984-85 Academic Year. AWF Archives, 

Special Collections, University of Arizona Library, Tucson. 

"" Sarah Dinham, Oral Interview (Oct. 2nd, 1997). 
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Strategies for Success: Pay Equity 

The organization's early history can be understood to have two significant 

stages.'®^ AWF first focused on "getting the university to achiowledge [the inequities and 

gender discrimination]...", the next step involved "getting the University to do something 

about it!".'"^ The first stage of AWF's activism involved naming and identifying the 

problem, collecting data, and doing the necessary consciousness-raising to activate women 

on campus.'"'* The second stage involved actual advocacy, targeting a problem all faculty 

and professional women had in common—pay inequities.'"^ Early on, the organization 

decided to limit its initial focus of action to this primary issue of salary equity. Through 

surveys, the members of AWF had identified pay inequities as the major grievance of 

women faculty and professionals on campus. At this point, A\^T decided to proceed by 

implementing and publishing its first salary study.'"® 

As related to me b>- M\Ta Dimierstein, Oral Histor>'. (July 16th. 1997). 

M>Ta Dinnerstein. Oral Histon* (July 16th. 1997). 

Helen Ingram and Mary Doyle were two crucial early leaders of AWF. 

These two early "stages" of AWF's acti\'ism were described to me b\- Mvxa Dinnersteiru Oral Histor\-

(July 16th, 1997). 

Association For Women Facultj*. Summary Reix)rt on the Status of Women: Faculty Salaries b\' 

Gender. 1982-1983. Stud\- Group Members: Ellen Altman, Elizabeth Atwater, Terence Burke, Mai>' 

Doyle. Shirle}' Nickols Fahej-, Helen Ingram, Arlene Morris, Anne Shipley, and Mary Wetzel; Statistical 

Consultants: Lawrence Aleamoni, Sarah Dinham. Sept. 6th, 1983, University of Arizona. Tucson, AZ. 

Stu<h- housed in AWF Archives, UA Special Collections. 
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The 1982/83 salary study was one of the Association's most important early 

projects. The results of the salary study were distributed through mass mailings to 

faculty and professional women to share these findings. This extensive study revealed 

salary disparities ranging fi-om $2,000 to $15,000^°^, with an average gap of $4,300 

between similarly situated male and female faculty.'"' This study revealed that, with 

academic rank and years of employment held constant, the average aimual salary for men 

was $36,600 and for women—$32,300. This study found that men and women's salaries 

do indeed diflfer greatly according to gender.The study concluded that "the sex-based 

salary differentials which have been identified are too strong to be disregarded. The 

statistical testing indicates that there is virtually no possibility that these differences could 

have occurred by chance alone".'" Key AWF leaders went public with the results of this 

study, holding a press conference to highlight the drastic inequities revealed in the salary 

Association For Women Faculty, Summary Report on the Status of Women: Facult\- Salaries bv 

Gender. 1982-1983. (Tucson, AZ: Universitj' of Arizona, 1983). 

Yetta Goodman, Oral History, 10-15-97. Also see the 1982-83 salarj- stu(^' initiated and published b\* 

AWF (because the Universit}- of Arizona is a public universit>'. faculty salaries are public record.) 

Summary Report: Facult\' Salaries b\' Gender. Sept. 6th, 1983. University of Arizona, Tucson, AZ. 

Study- housed in AWF Archives, UA Special Collections. 

ibid. Also see AWF 1991-1992 Membership/Activity flyer, AWF Collection, UA Special Collections, 

under "A Historj'". 

AWF Facult\' Salary Stud>'. University' of Arizona: Tucson, 1982. 

AWF Faculty Salary Stud\'. 1982, pg. 10. 
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Study. Although "there is always some tweak, some qualifier to justify any kind of 

inequity"^ the salary gap revealed by this study was far too large to ignore. 

This study was a monumental achievement for this organization as it forced 

administrative recognition of salary inequities, prompting the administration of the 

University of Arizona to begin a pay adjustment process. It is important to keep in mind 

that the final salary adjustment process put into place was designed by University 

administrators, though, and not AWF. This process was put into place in 1985/86 by the 

University's administrators at the urging of the Arizona Legislature and the Board of 

Regents, a direct result of the organizing and activism of AWF.^'^ It also eventually 

prompted the Board of Regents (with continuing pressure fi-om AWF members) to create 

a Commission on the Status of Women. In addition, the study raised awareness among 

women campus-wide that these inequities existed, and they existed blatantly. This is 

significant, because a consciousness of the institutional inequities of faculty and 

professional women was necessary for action. Once academic women at the University of 

Arizona became aware of these gaps, it became more difficult to ignore or dismiss gender 

inequities—they needed to be addressed thoughtfiilly, seriously, and actively. 

Sarah Dinham, Oral History- (Oct. 2nd, 1997). 

Judy Temple. Oral History (July 23rd, 1997). 

AWF made a point of connecting with Regents and legislators and pressuring them to enaa change. 

Sarah Dinham, Oral History (Ort. 2nd, 1997). 

Yet additional studies, such as Kay Moore's 1997 study and Ron Oaxaca's 1992 study, foimd 

continuing disparities between male and female salaries. 



47 

Pay equity acted as a catalyst issue for AWF. "I would say that...finding the issue 

made the organization; in other words, that there was an interaction between identifying 

the issue that had meaning for all the members and establishing the organization.""^ AWF 

and salary equity had, in a sense, a reciprocal relationship; that is, they both arose and 

gained strength at the same time fi-om each other. 

And I think that—we never would have articulated it this way, we would be 
embarrassed to say this, but—I think that there is something in our culture about 
the idea that our worth is measured in dollars; and it was not just that there was an 
unfairness about it, but that there's a kind of denigration going on with it—that 
you're being deemed to be 'less valuable' to the institution, and that your worth as 
a faculty is being denied."^ 

This issue clearly struck a nerve with women, prompting the highest numbers of 

active members AWF has ever seen."® As consciousness was raised, women became 

prepared to act, and act they did, in a very vocal, very powerful manner. The united efforts 

of campus women prompted change within the university system. After deciding to focus 

on the issue of pay equity, AWF engaged in a variety of tactics to push the University to 

address their grievances such as: writing letters to university administrators as well as key 

Arizona legislators, threatening litigation for failure to comply with federal legislation 

regarding equal employment opportunities and treatment,'^' and even using the press to 

Mjxa Dinnerstein. Oral Histor>' (July 16th, 1997). 

Karen Anderson, Oral Historj' (May 1st, 1997). 

Out of just over 800 faculty and professional women, 536 were AWF members during 1984-1985. 

Membership List File and Executive Committee Minutes, 1984-85 Academic Year. AWF Archives, 

Special Collections, University of Arizona Library, Tucson. 

These methods are documented in AWF's historical papers and were corroborated by oral histories 

(Myra Dinnerstein; My 16th, 1997). The legislation which the Universit>- was, consciously or not. 
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call attention to the University's discriminatory policies and actions. AWF members 

also met with administrative ofiBcials and Regents to discuss the concerns of women 

faculty and professionals. 

As was the case with CSUW, leadership was composed primarily of senior tenured 

faculty.'^' Many felt this was important for the organization to be taken seriously as a 

collective group also, it was a less risky tactic than individual, untenured women 

protesting on their own. Monthly meetings and newsletters serv^ed to keep members 

informed, and special noon-time programs were designed to present diflferent issues faced 

\iolating includes the Equal Pay Act of 1963 and Title VI and Vn (The Higher Education Amendments, 

1972) of the Ci\il Rights Act of 1964. As noted, the University had alreach' been under investigation b\' a 

federal regulatory- commission in 1970 for \iolation of some of these significant pieces of legislation. 

(Shirle}' Fahej-. May 9th. 1997). 

"Women Professors at UA Are Paid Less at All Le\-els" Arizona Dailv Star (Sept. 14th, 1983); "Stud\' 

Indicates Faculty Salarj' Discrepancies" Arizona Advocate (Sept./Oct. 1983); "Women's Facult\' Group 

Seeks Funds to Right Inequities" AZ Dailv Wildcat (Oct. 7th, 1983); "KofEler Downplays Bias in Pay 

Inequities" Arizona Dailv Star (May 25th. 1984); "UA Panel Asks Pay Hikes for 100 Tenure-Track 

Women", Arizona Dailv Star (June 5th. 1984). "U of A Faculty Women Say Pay Increase Proposal is Big 

Disappointment" Tucson Citizen (June 7th, 1984); "Delay of Pay Raises Questioned" AZ Dailv Wildcat 

(June 12th, 1984); "Token Pay Increase" letter to the Editor Mary Doyle. Arizona Dailv Star (June 

16th, 1984); "UA Moves Toward Equit\' With Pay Hikes for Women", Arizona Dailv Star (July 6th. 

1984); "UA Women to Get Salar>' Increases" AZ Daih' Wildcat (July 10th, 1984); "Some UA Women Say 

Equit}' Raises too Small" Tucson Citizen (July 16th. 1984); "UA Women Given Pay Adjustments" Lo Que 

Pasa (July 16th. 1984): "UA's Salaries for Women. Minorities to be Examined for Pay Inequities" AZ 

Dailv Wildcat (Sept. 16th, 1984). This is just a sampling of the media's coverage of AWF's equitj' 

struggle; over 100 articles were published on this topic from 1983-1986. These and additional ne\\'s 

coverage of AWF are in the Pay Equity Folders, AWF Archives, UA Special Collections, Tucson, AZ. 

Sheila Slaughter, Oral Historj' (Oct. 7th, 1997). 

Sarah Dinham, Oral History (Oct. 2nd, 1997). 
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by women in higher education. Within the organization, oflBcers were selected to fulfill 

certain roles, and committees were established to address particular issues/^ 

Additionally, the core members of AWF gathered and split up a phone list of the 

Arizona Board of Regents, and each one became a primary contact with one of the 

Regents. "We...knew we had to make connections with administrators...to let them in on 

the fact that they had a responsibility to women faculty's agenda."'^"^ Using this tactic 

meant that a group of core AWF members got to know these Regents on a first-name 

basis, which had significant implications for the organization's negotiations.^^ 

In 1984-85, two years after the salary study was implemented and public attention 

had been focused on the pay gap between male and female academics, the University 

began making salary adjustments.'^® Significantly, studies in 1987 and 1992 have 

Offices include: President. Vice-President, Secretai}'. and Treasurer/Dues Secretary*. BVIOM'S of AWF, 

A \VF Archives, UA Special Collections. Committees formed during the course of AWF's e.xislence 

include: Pay Equitj' Committee, Action Committee, Family Care Committee, Status of Facult}- Women 

Committee, and Professional Women's Concerns. AWF also maintains a newsletter editor. AliT 

Archives, UA Special Collections. 

Yetta Goodman. Oral Histor>' (Oct. 15th. 1997). 

Sarah Dinham. Oral History- (Oct. 2nd. 1997). The Arizona Board of Regents is the governing bo<h' of 

Arizona's university sj'stem. 

In 1984-1985, 329 UA women applied for salary- equity reyiew (4 administrative. 215 faculty-, and 110 

professional women); 183 were rewarded salary increases (4 administrative, 121 faculty-, and 58 

professional women). Summary: 1984-1985 Salary Equity Review, Pay Equity- Folders, AWF Archives, 

UA Special Collections, Tucson. AZ. $538, 126.00 was ultimately awarded during this period Oiist over 

half of what AWF had been pushing for; "Ask $1 Million to Fix Pay, Say Women at UA" Arizona Daily-

Star (October 7th. 1983). AWF Archives, UA Special Collections, Tucson, AZ. 
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continued to reveal a need for equity,yet the University has since dismantled its salary 

adjustment process. The question remains: why has it taken so long to enact changes at 

the institutional level? 

I think that the central administration of this university realized that there 
probably were salary inequities, that they probably were deep-seated, long 
standing, and impenetrable from the point of view of being scientific about 
pursuing them... and so I imagine that any kind of sense of what would be 'good' 
and 'right' to pursue would be offset by the fact that this was going to be a 
horrible mess and it was going to require a lot of work and effort on the part of 
an institutional research office or some other source...it could have been that the 
administrative structure of the university would have continued just the way it was 
forever—I mean, we can't say right now whether any of the senior administrators 
on this campus...would ever have thought about addressing salary inequities had 
there not been that political action on our part. 

Given these obstacles, it seems likely that without the activism and persistence of 

AWF, salary inequities may not have been addressed. "I think maybe the administration 

themselves wanted to be responsive, but they wouldn't have been without us, and so 

we...kept pushing at them, and it forced them to be even a little more responsive than they 

might have been otherwise."'^ Administrators argued that equity would be too expensive 

to grant, a common justification for continuing inequitable wages. 

Kathryn Moore, Hiring and Retaining Women Faculty at the University of Arizona: A Report to 

Provost Nils Hasselmo and the Association of Women Facult\'. 1987. This studj' is among the archives of 

the Association for Women Faculty. Special Collections, UA Library. Also see: cite Oa-xaca stud>' 

Sarah Dinham. Oral History (Oct 2nd, 1997). 

Yetta Goodman, Oral Histor>- (July 23rd, 1997). 
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The process has sometimes been costly, and certainly the fear of high costs 
has kept many employers from initiating [and maintaining] pay equity. Yet, in 
most cases, employer costs have not been high. Keep in mind, too, that there is a 
cost in keeping the system biased. That cost is borne by the people in jobs 
receiving biased wages—those discriminated against bear the cost of 
discrimination, in lower wages, fewer opportunities, and lack of respect for the 
value of their work.'^° 

Although getting any process put in place was a remarkable achievement, the 

actual "process" of salary equity adjustment at the University of Arizona had many 

practical limitations, such as the need to find a "similarly situated" male willing to share 

his curriculum vita (CV), which are not public records. "Everybody had difficulty finding 

somebody that they could compare themselves to, even knowing—I mean, the worst thing 

is, how do you know how much to ask for...how do you put an amount on who you 

are?""I The individualized strategy for going about adjusting strategies has negatively 

impacted many women working in fields in which there are no "similarly situated males." 

This impacted women in a variety of ways: 

...I think that the way the structure was set up—that you had to find 
this 'comparable' male—it sort of... structured your sense of what was appropriate 
in a way that might not have been in fact what was going on...I think on all sides it 
gave the sense that there's a false precision to the process; that we might as well 
admit that there's a certain subjectivity to salary setting. 

Not everyone, and certainly not all women were pleased with the outcome; some viewed 

the salary increases "as not much more than a token."'^^ Given the fact that this salary 

Lynda Ames, Erase the Bias (Vol. #2 and #8: 1993). 

Yetta Goodman. Oral History (July 23rd, 1997). 

Karen Anderson, Oral History (May 1st, 1997). 

Mary Doyle, President of AWF 1984-85, Letter to the Editor of the Arizona Daily Star. 6-16-84. 
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equity adjustment process has since ceased, it seems this sentiment was not completely 

off-base. 

Through the use of feminist theories and practices, organizations such as the 

Association for Women Faculty have made tremendous gains for women in academia. 

Organizations similar to AWF have often relied upon feminist strategies such as "equal 

pay for equal worth" to challenge salary inequities. This choice of strategies in integrally 

connected to the organizational structure of AWF. AWF is a professional women's 

organizations, and historically there are very specific ways in which professional women 

engage in activism. 

In particular, professional women tend to form professional organizations, not 

labor unions.'^"* If these organizations do not have the fiill support of women colleagues, 

their bargaining power may be quite restrained. Although academics are becoming 

"laborized" in terms of their treatment at the hands of 'management' in colleges and 

universities, professors and professionals alike seem quite hesitant to unionize, and are 

certainly not likely to do so in right-to-work states such as Arizona. The practical realities 

of women's organizing at the professional level has impacted the success of AWF's salary 

equity struggle. '1 don't know how we can ever have serious equity without some kind of 

scale, some kind of unionization.""^ The methods employed by AWF offer us concrete 

strategies for getting women to work together for change within an institutional structure. 

Barbara Harris, "Beyond Her Sphere: Women and the Professions in American History-." (Greenwood 

Press: Westport, Connecticut 1978), pg. 189-190. 

Yetta Goodman, Oral Eiistorj- (Oct. 15th, 1997). 
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The history and outcome of AWF's eflforts highlight pitfalls for future organizers to 

contemplate before reinventing the wheel, such as the University's ability to subvert 

AWF's goal of achieving salary equity. 

AWF's salary equity struggle is perceived as one of the most successful actions 

undertaken by the organization.*^' The methods used by the organization provide an 

effective model for addressing salary grievances within higher education. Following this 

study, the University came up with $200,000 to begin its salary equity adjustment process 

in the fall of 1984.'^® In 1984-1985, 329 UA women applied for salary equity review (4 

administrative, 215 faculty, and 110 professional women); 183 were rewarded salary 

increases (4 administrative, 121 faculty, and 58 professional women). $538, 126.00 was 

ultimately awarded during this period.'^® Yet troubling issues remained, the most 

significant of which was the alleged mishandling of states funds (handed down to the 

University to make equity adjustments) by top-level administrators."" 

The Commission on the Statxis of Women is currently undertaking a gender salary equity stud}- of UA 

faculty' and professionals. Preliminary findings indicate a salary gap between male and female faculty of 

bet\veen $4,500 armually for lecturers to a $17,000 gap annually for teniu^ faculty'. The stu<^' is due to 

be completed this year. 1998. CSW Minutes. March 1998. Located in the CSW file, AWF Archives, UA 

Special Collections Library. Tucson. AZ. 

"' Yet pay inequity- remains an issue for AWF and women faculty and professionals to this day. 

AWF 1991-1992 Membership/Activity flyer, under "A History" and "Association for Women Faculty 

Newsletter," Vol. 2. #4, 1984. AWF Collection, UA Special Collections, Tucson, AZ. 

"Summary: 1984-1985 Salary Equity Review," Pay Equity Folders. AWF Archives, UA Special 

Collections. Tucson, AZ. 

Over 50% of the women I spoke with, both in preliminary meetings and during the interviews, 

mentioned this grievance without any prompting or specific questioning by myself. This trend lead me to 
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Additional successes of AWF include the implementation (after over 10 years of 

struggle) of a parental leave policy, the increased awareness of women's status on campus 

and of existing biases which function to the detriment of women, and the building of a 

community; "...there was the time when we were all pretty isolated in our own 

departments...".^'*^ "I think the interpersonal connections are stronger than anything we've 

printed or done.""^ AWF put women in contact with other women, which was an 

important step in the process of bringing women together to act. "AWF and the general 

presence of feminist scholars has enhanced the reputation of the University as a place for 

other women scholars to work."^'*^ AWF's presence has raised the standards by which the 

University of Arizona's steps towards equality are measured to this day, while at the same 

time improving the campus climate for academics and professionals.^"" 

conclude that there is a widespread perception that state funds were intentionally misdireaed b>' 

administrators, going into general departmental funding instead of being used as directed b>- the AZ 

Legislature for equity adjustments. 

Sarah Dinhanx Oral Histor>' (Oct. 2nd, 1997). 

Judy Temple, Oral History- (July 7th, 1997). 

Kathryn Moore, Hiring and Retaining Women Faculty at the University of Arizona: A Report to 

Provost Nils Hasselmo and the Association of Women Faculty. 1987. AWF Collection. Universitj* of 

Arizona Special Collections. 

Currently (1997-98 academic year), AWF has been working to raise awareness of the University- of 

Arizona's quiet, non-publicized dismantling of AfBrmative Action programs and flmding through 

highlighting the benefits the Uniyersitj' receives with diversity of sex, race, ethnicitv', and ability. See 

AWF Board Minutes and Email Correspondence, 1997-1998 File, AWF Collection, UA Special 

Collections. 
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On A WF and Activism 

At its heart, AWF was and still is an activist-based organization. It has always 

been important for members to understand "...that discrimination was institutional, that it 

was systematic, and that it wasn't going to be easily remedied."'*'® Indeed, many of the 

issues raised by AWF throughout the 1980s have yet to be suflSciently addressed or 

remedied. The hard-won salary adjustment process, as noted, no longer is in effect at the 

University of Arizona, and no other method to ensure pay equity is currently being used in 

place of this process. 

Nonetheless, AWF exhibited and still exhibits a number of significant strengths, the 

primary one being its ability to unite women in collaborative effort."' This is reflective of 

"...the whole notion that you can't do anything by yourself..if you're not working with an 

organizational structure, forget it, I mean, unless you want to be for yourself'"® As 

Sheila Slaughter and countless others have noted, there is "power in collective action!". 

Collective action is necessary for change; in addition, I would agree that radical 

approaches need to be integrated into such collective action. "...I think collective action 

helps...it also helps if you have numerous strategies...and also have collective ones and 

Karen Anderson. Oral History- (May 1st, 1997). 

Karen Anderson, AWF Executive Board Member and Action Committee Chair, March 5th, 1998. 

Myra Dinnerstein, Oral History (July 17th, 1997). 

Yetta Goodman, Oral History (Oct. 15th, 1997). 

Sheila Slaughter, Oral History- (Oct. 7th, 1997). 
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then radical ones..."'^° Yet AWF was, in a sense, "[made up of],..women...trying to deal 

with the art of the possible rather than the art of the confrontational."^^^ 

Although women have been working in higher education since the middle of the 

last century, there remains a perception that women entering the academy as faculty and 

professionals are entering a male domain. "The world is a man's world, and how do you 

live in a man's world without becoming a man? It's easy to say be a tough woman, be like 

men and you'll make it...I don't think there should be a contradiction."^'^ AWF has 

sought to break down the structural impediments of the academy that claim to hold no 

gender biases, yet clearly have different implications for men and women. One question 

raised by AWF members early on was "How do we live in this institution? How do we 

make this place more comfortable for all of us?".^'^ Across disciplines, colleges, and 

schools too numerous to list, women have related stories of how they have coped with the 

pressures they face working within a system designed for the male norm and reluctant to 

change. These experiences inspired women to work together to "...remake the University, 

so it was a different and better place, rather than doing just what men do."^''* AWF 

members envisioned equality and worked to transform the reality of the institutional 

structure to reflect that vision. The results have been mixed; "I don't think we have 

ibid 

Ruth Dickstein, Oral Histor\- (July 11th, 1997). 

Yetta Goodman, Oral Histon- (Oct. 15th, 1997). 

Yetta Goodman, Oral History (Oct. 15th, 1997). 

Sheila Slaughter. Oral Histor>- (Oct. 7th, 1997). 



57 

solved all of the attitude problems...but I do think we have changed the overt 

behaviors."^®^ 

AWF was successfiil in "[letting] the administration know that there was a united 

voice that represented women and that that made them strong; that they had to pay 

attention to it; the voice...hadn't been paid attention to, and...it was a representative 

voice..AWF continues in this role, providing the university "a clearer conduit to 'the 

woman's point of view', as if that were singular."^" AWF also connected a community of 

women, many of whom had been isolated within their own departments prior to becoming 

involved with AWF.^^® AWF functioned as a "place of camaraderie," bringing women 

together and creating an activist conmiunity of women within the academy."^® 

Significantly, "In this case, community was formed surrounding some intentions and some 

action; and that forms community better than just sitting around, talking about our 

problems."'®" Additionally, through connecting junior and senior faculty women, AWF 

has and continues to fiinction actively as a mentoring organization for women faculty, 

professionals, graduate students, and post doctorates.'®' 

Yetta Goodman, Oral History (Oct. 15th, 1997). 

Mvth Dinnerstein, Oral History (July 17th, 1997). 

Juc^- Temple, Oral Historv* (July 7th. 1997). 

Sarah Dinham, Oral Histor\- (Oct. 2nd, 1997). 

Ruth Dickstein, Oral History- (July 11th, 1997). 

Sarah Dinham, Oral History (Oct. 2nd, 1997). 

AWF is currently in the process of establishing a counterpart organization for graduate women. 
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The women who chose to be actively involved with AWF did so for a number of 

reasons. Some came out of a feminist "..commitment to changing the institution so it's 

better for women"'®^ others sought involvement with other women on campus to 

establish community and connections/®^ and to build camaraderie.'^ Others came out of 

their feelings of anger and agitation at the way they perceived they were being exploited 

by the university. When asked how women felt during the salary equity struggle, Myra 

Dinnerstein replied quite succinctly "Angry!...! think that women were very angry and felt 

very used"; significantly, this anger was transformed into action.'®^ Still others were 

motivated by their experiences with collective action..."...We assumed we would be 

activists...many of us came out of the student movement, and we had experienced as a part 

of our socialization, collective action and what it can do."'®^ Finally, a sense of difference, 

of being outsiders within the academy, also drew women together. "I think this sense of 

difference, that women felt they were...overworked, overburdened...! think that did add to 

a sense of commonality among the women."'" 

Sheila Slaughter. Oral Historj' (Oct. 7th, 1997). 

Sarah Dinham, Oral History (Oct. 2nd, 1997). 

Ruth Dickstein, Oral Histor>- (July 1 Ith. 1997). 

Mm Dinnerstein, Oral History (July I7th, 1997). In this interview, Mjra drew connections between 

"the consciousness, the anger, [and] the action" necessarj' to launch a successful struggle for equit}-. 

Sheila Slaughter, Oral Historj' (Oct 7th, 1997). 

Myra Dinnerstein. Oral History* (July 16th, 1997). 
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The Struggle Continues 

Yet, even after a salary adjustment process was put into place, women's role 

within the academy has remained devalued. Salary equity remains a huge issue within 

AWF and for women faculty and professionals throughout the academy; the dismantling of 

the equity adjustment process put into place in 1985 has pushed back the equity struggle 

significantly. The remaining inequities between similarly situated male and female faculty 

and professionals raises questions about the effectiveness, overall, of AWF's strategies and 

of the University's response. 

A major part of the problem, as seen by long-time AWF board member BCaren 

Anderson, was that AWF let the University set the terms of the discussion. The 

University's lawyers were well aware of what they were minimally required to do, and that 

structured the process put in place.Comparable worth was viewed by some within the 

academy as a "pink-collar" strategy, not worthy of consideration for professional women. 

In addition, just before AWF's equity push, Tucson City Librarians had unsuccessfully 

attempted to use comparable worth to raise their salaries, "so there was an awareness 

[among] faculty on campus ...that comparable worth was not an issue we could win...[in 

Current salarj* studies are finding inequities between male and female facultj- even greater than the 

differences found in 1982-83 b\- the Salar>' Stuch* group. The Comniission on the Status of Women is 

currently undertaking a gender salary equitj- stu(fy of UA facult}- and professionals. Preliminary- findings 

indicate a salary gap benveen male and female facultv' of between $4,500 annually for lecturers to a 

$17,000 gap annually for tenured facult}'. The stuch' is due to be completed this year, 1998. CSW 

Minutes, March 1998. Located in the CSW file, AWF Archives, UA Special Collections Library-, Tucson. 

AZ. 

Myra Dinnerstein. Oral Historj- (July 16th, 1997). 
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the courts]"/™ Many women at the University of Arizona are still working for less pay 

than comparable males, and still waiting for a change in the overall campus climate. 

I see pay equity as somewhat problematic because...[overalI, the last 10 
years have not been a period of raises, and]... structurally what has happened is 
that-there [were] two ways you [could] get raises...you [had] merit pay and you 
[had] equity pay; and I can remember actually hearing our dean say "well, we'll do 
merit pay for the men and the women can get equity pay"; and you know, that is 
such a bad model, it is so unfortunate and so demeaning... 

Although the salary adjustment process garnered a good deal of success, it has also 

met with resistance and faced problems of its own. Women didn't "merit" raises by their 

work, but instead got what looked like hand-outs (to some male faculty) simply because 

they were women! Karen Anderson expresses additional problems with the pay equity 

measures implemented by the University of Arizona: 

I think we were...kind of naive about the pay process—that we would start 
with the equal pay strategy...! from the begirming didn't like the 'individualizing' 
strategy they used in that process so that you had to find a man whose record was 
the most like yours—even within departments, there's diversity—hire date, where 
you got your Ph.D., your load, and there's a lot of hidden work going [on] as 
well.'^ 

Without challenging how the university values "women's" work, academic 

activists are not going to affect the deep-rooted attitude changes necessary for women to 

achieve equality in the institution or in the broader society. AWF relied on liberal feminist 

' Ruth Dickstein, Email Correspondence (March 11th, 1998). Archived with my research findings in 

AWF's Archival Collection. Special Collections, University of Arizona Library, Tucson, AZ. 

Sheila Slaughter, Oral Historj- (Oct. 7th, 1997). 

Karen Anderson, Oral History (May 1st, 1997). 
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strategies of working within the institution to push for women's labor equality. Yet this 

has not altered the deep-seated assumptions surrounding the value of women's labor. 

"That's why I keep looking for some kind of salary scheduling—I won't call it 

unionization—but some general rule of thumb [for example, minimum raise increases 

across the board for position advancements]."^^ The incorporation of comparable worth 

strategies within the pay equity struggles has great potential for addressing the issue of the 

devaluation of work done primarily by women, and is definitely worth pursuing to ensure 

salary equity in the future. 

Yetta Goodman, Oral Histoty (Oct. 15th. 1997). 
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Comparable Worth and Pay Equity in the Academy 

Approaching salary adjustments from the perspective of comparable worth is 

beneficial in that it speaks to the issue of valuation. Arguably salary equity and 

comparable worth are one and the same, or at least so interconnected that they need to be 

used together to effect desired changes in the labor market. Indeed, this is somewhat 

reflected by the wording of the salary equity adjustment process, in which a "similarly 

situated," not necessarily "equal" male academic provided the point of comparison. Some 

AWF members argue that AWF's salary equity movement was based on comparable 

worth. 

The perspective of comparable worth/salar>' equity is significant to activist 

movements to equalize pay levels in its questioning of gendered inequities and its 

insistence that we re-examine how we value different types of work and why. This 

strategy explores and uncovers the assumptions behind the devaluation of "women's 

work", highlighting the ways our economic system segregates male and female work and 

places less importance on work performed predominantly by women. Overall, this 

approach was not the method used by AWF, who instead focused on the use of liberal 

feminist methods of working within the institution for change. Thus the question raised 

is: why weren't comparable worth methods used more actively by AWF? 

L}-nda Ames, Erase The Bias (Vol. #2 and #8: 1993). 

Yetta Goodman. Oral History- (Oct. 15th. 1998). 

' K a r e n  A n d e r s o n ,  O r a l  H i s t o r y  ( M a y  1 s t ,  1 9 9 7 ) .  
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I think comparable worth is much more radical (interviewer: 'Almost too 
much for tliis university?') Yes...[although] I think we should have gone for it...it 
would have forced people to sort out what was important—teaching—you know, 
instead of saying one thing and doing another, you actually measure what people 
really do...so, I think it's a much more radical strategy that forces the institution to 
examine its goals as compared to the processes here now we're we say 'oh, the 
market made me do it' and 'they do this... they can get this because of their field' 
but nobody actually looks at the work people do...in terms of teaching, research, 
service and all of that.^^ 

The Association for Women Faculty, however, was limited in their choice of 

methods. Having to appeal to both conservative women faculty, professionals, and 

administrators, as well as to a conservative Board of Regents, it seems doubtful that the 

Association would have gotten any method in place if they had approached this issue with 

more radical tactics. Academic, professional women often choose not to organize around 

labor-oriented philosophies, opting to form associations instead (which use less 

controversial methods).Ultimately, though, the fact that the University designed the 

policy that was put into place to attempt to redress faculty and professional women's 

grievances was probably the most significant factor in limiting the scope of this equity 

movement,'™ as this allowed the University's lawyers (who were undoubtedly familiar 

with the high-profile comparable worth class-action suits occurring during the early 

1980s) to fi"ame the actual wording of the adjustment process.'®" Thus, although many 

' Sheila Slaughter. Oral History (Oct. 7th, 1997). 

Barbara Harris. "Bevond Her Sphere: Women and the Professions in American History." (Greenwood 

Press: Westport, Connecticut 1978). 

Karen Anderson, Comments on My Thesis, March 5th 1998. 

Myra Diimersiein, Oral Histoi>' (July 16th, 1997). 
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AWF members understood comparable worth and salary equity activism as 

interconnected, the University managed to effectively separate them from the adjustment 

process. At the same time, the University's use of the term "salary equity" to describe the 

adjustment process they put into place blurred some of the very real issues AWF was 

trying to get the University to address. Additionally, the failure of Tucson librarians to 

successfully use comparable worth to gain equity set a precedent in Tucson that both 

faculty and administrators were aware of; there seemed to have been a sense that this 

approach would not be eflfective.^^^ The long-reaching consequences of AWF's choice of 

strategies and the University's conscious decision not to support comparable worth is still 

being felt by many women on campus. 

The academic activists working within the Association for Women Faculty and the 

University of Arizona for pay equity relied predominantly on their legal right to "equal pay 

for equal work."'^^ Using liberal feminist tactics of struggling for change within the 

system, this strategy has its roots in liberal feminism, and while it may sound right, fair, 

and just to our liberal democratic sensibilities, for a variety of reasons this strategy simply 

does not go far enough. Most significantly, it has failed to alter deeply rooted 

assumptions about the value of women's labor in the academy. The result of AWF's and 

the University's strategies and goals has been a highly individualized process that benefited 

Ruth Dickstein, Email Correspondence (March 11th, 1998). Archived with my research findings in 

AWF's Archival Collection, Special Collections, Universitj' of Arizona Librarv', Tucson, AZ. 

This is despite the reality that many key AWF organizers shared more socialist and radical leanings. 
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less than a third of the women faculty at the University of Arizona during the first years of 

its implementation.^®^ 

AWF's choice of methods has not completely affected the type of deep-rooted 

changes that many early members envisioned. In a sense, the approach used by AWF 

limited the impact of their efforts and activism. For example, the nursing school (made up 

almost exclusively of women faculty and administrators) has never been eligible for salary 

equity adjustments, as they cannot find comparable males, and the University does not 

allow for comparisons with faculty at other institutions. 

As long as nursing is held in less esteem than pharmacy, that's going to be 
a problem...! think that the different kinds of expertise that women bring, the 
different skills they bring, are not either recognized or rewarded—that they're 
constantly told to adapt to the prestige system that exists, within disciplines and 
within the university.'®"* 

To this day, the nursing school remains the lowest-paid department at the University of 

Arizona. 

Doris Jeffries Ford, "Salaij- Equitj- Review", Association for Women Faculty Newsletter. Vol. 4, #8 

(Tucson, Arizona, April 24th, 1987); AWF Archival Papers. UA Special Collections. 

Karen Anderson, Oral Histor>' (June 7th, 1997). 

Karen Anderson, Oral History (May 1st, 1997). Salaries are public record at the University of 

Arizona, available at the Main Library-. 
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Although comparable worth has not gotten very far yet in the US labor market, 

numerous women's organizations in academia have framed their philosophies around 

salary equity, which intersects with comparable worth/^® They have taken on this strategy 

as they have realized that sex-segregation exists in higher education just as it does in the 

labor market at large.Overwhelmingly, women are earning degrees and seeking jobs in 

fields which already have a high representation of women (such as English, Psychology, 

Biology, Women's Studies, and Nursing), while a number of fields (such as Engineering, 

Computer Science, Physics and other so-called "hard" sciences) remain predominantly 

male.'^® This is not accidental; these fields provide role models and mentors for women, 

and often address topics that interest women. 

My belief is that the theory and strategies of comparable worth must be 

incorporated in the struggles for pay equity within the academy to get universities to go 

beyond the limiting "equal pay for equal worth" goal. At the same time, I recognize that 

AWF itself was limited by the fact that they had a diverse membership, who did not all 

favor radical change, making the liberal feminist approach of working slowly and steadily 

inside the institution for change appear the most viable method for change. They also 

Marcia Bellas, "Comparable Worth In Academia: The E£fects on Faculty Salaries of the Sex 

Composition and Labor-Market Conditions of the Academic Disciplines". American Sociological Review 

Vol. 59: 1994, pg. 807-808. 

ibid. 

See Marcia Bellas, "Comparable Worth in Academia" and Athena Theodore, The Campus 

Troublemakers: Academic Women in Protest. (Houston, TX: Cap and Gown E*ress. 1986). 
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faced difiScuIties pressing for radical change within a conservative structure resistant to 

these dynamics. Finally, the social location of academic women as professionals also 

impacted the strategies and methods used to organize. 
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Evaluation: Where are We Today? 

So, how successful has this activism been in addressing the grievances of female 

faculty and professionals at the University of Arizona? Today, "...many UA women are 

finding that remedies to the ills that plague women in academia—gender balance and salary 

equity—are a long time in coming."'^' The Commission on the Status of Women is 

currently undertaking a gender salary equity study of UA faculty and professionals. 

Preliminary findings indicate a salary gap between male and female faculty of between 

$4,500 annually for lecturers to a $17,000 gap annually for tenured faculty. 

As to gender balance within the University, in 1985 women constituted 19.65% of 

the University of Arizona's 'general faculty'. By 1995 women made up 30% of the 

University's 'general faculty', an increase of Just over 10%.^^^ Yet while these numbers 

may look good, they hide a disturbing trend—namely, that the majority of this increase in 

female faculty representation is occurring at the level of research associates, instructors, 

and non-tenure track positions. These positions involve a substantial amount of work at 

a lower pay scale than full professorships, without the potential reward of tenure. 

Kate Cassidy. "Women's Work", Arizona Alumnus Vol. 74, #2 (Tucson, AZ: Universitj* of Arizona 

Alumni Association, Spring 1997) pg. 17. 

The study- is due to be completed this year, 1998. CSW Minutes, March 1998. Located in the CSW 

file. AWF Archives, UA Special Collections Librar>% Tucson, AZ. 

Kate Cassicty'. "Women's Work" in Arizona Alumnus. Vol. 74, #2. Tucson, AZ: Universit}' of 

Arizona Alumni Association: Spring, 1997, pg. 17. 

ibid., pg. 17. 
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Although the number of women reaching the rank of full professor has been slowly 

increasing over the past twenty years, by 1995, just 12.8% of the UA's full professors 

were women. Thus still today it seems apparent that the University's employment 

practices, whether consciously or unconsciously, remain discriminatory, although not as 

overtly as during the 1970s and 1980s. More significantly, these trends illustrate that 

change comes slowly. This is precisely why Karen Anderson feels that "activism and 

commitment" were and are the most important qualities for those involved with the 

Association for Women Faculty. Without an awareness of the struggle for equity in the 

early 1980s and the implementation of a salary equity adjustment process by 1985, faculty 

and professionals would not be aware that this process has been dismantled. Without 

activism and commitment by these women to challenge the biases they face in academy, 

the biases will remain. 

Clearly, women faculty themselves are aware of and angered by salary inequities 

and other discriminatory practices within university systems. Channeling this fhistration 

into effective political action requires a great deal of effort and energy on the part of 

female faculty, already overburdened in terms of their teaching load, committee work, and 

advising responsibilities.'^^ This is where "sisterhood counts"; women's networks at 

universities provide fiiendship, support, and professional networks while at the same time 

ibid., pg. 18 

Karen Anderson, Oral Interview (May 1st, 1997). 

Angela Simone, Academic Women Working Towards Eciualit\'. pg. 67. 
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providing strength in numbers as well as acting as organized monitors of women's 

rights/^ 

At issue is the future status of women employed both at the University of Arizona 

and institutions of higher education nationwide. History has shown that advances towards 

equality made by women are often meet with resistance and backlash, and this is no less 

true of labor struggles in higher education and elsewhere. Although this may require more 

effort than many women can commit to, we must keep constantly vigilant and aware to 

ensure that the equity fought for and gained during the 1980s does not continue to slip 

away; indeed, it is still necessary to actively insist that further measures be taken to ensure 

equity between the genders in the workplace. 

Until now, attention to salary disparities by sex in higher education has 
largely been restricted to statistical studies showing the failure of universities to 
compensate female faculty for factors that affect pay at the same rate they did men 
in the same departments. However, such studies, and the remedies they have 
motivated, have failed to address the problem of interdepartmental differentials 
that disadvantage women. Nor have they addressed problems caused by certain 
common salary-setting practices that systematically and unfairly disadvantage 
women. These practices need to be examined on every campus and modified. 
Unless that occurs, the salary gap will persist. (italics mine) 

The activism of AWF really started something at the University of Arizona. The 

work of many dedicated women has raised awareness across campus of the need for 

united efforts to challenge salary inequities. Yet to this day, inequities remain. There is 

still much work to be done. 

Athena Theodore, The Campus Troublemakers: Academic Women in Protest pg. 207-217. 

AAUP Committee, "Salar\' Setting Practices that Unfairly Disadvantage Women Faculty," Women in 

Hieher Education: A Feminist Perspective, pg. 365. 

The Commission on the Status of Women is currently undertaking yet another salarj' study across 

campus. Preliminar}' findings are showing drastic inequities between male and female salaries, as well as 
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Conclusion 

...The kind of empowerment that a group of women receives, both collectively and individually, 
from participating [in consciousness-raising groups, and I would add activism] is not power 
based on control over others or a simple increase in the individual capacities of each woman. 

Rather than being "power over" or "power to, " empowerment is "power with "—that is, an 
interrelationship in which the whole group creates more energy to change the world in its joint 

support of each individual than any one individual would have on her own.'^ 

This essay has focused in specifically on the Association for Women Faculty, a 

women's faculty and professional organization at the University of Arizona which has 

worked to monitor women's status at the University for the last 15 years and has actively 

protested the inequities faced by women in the academy. The women involved with the 

Association for Women Faculty put into practice what academic feminists have been doing 

in theory, to some extent, in their struggle for women's equality vwthin the academy. The 

Association for Women Faculty presents us with an example of women in academia 

challenging the status quo by connecting theory, practice, and consciousness through 

collective action. This combination of theory and practice, as well as the power of 

collective action, is clearly necessary to enact change v^thin academic institutions. The 

women involved with AWF were and still are agents in their own lives. They have 

claimed their agency through their feminist activism, specifically through challenging the 

discriminatory practices they have encountered in university systems. 

benveen races/ethnicities. These findings highlight significant disparities between men and women in 

terms of pay at all levels of emplo>'ment. 

Ann Ferguson, "Feminist Communities and Moral Revolution", Feminism and Community ed. Penny 

Weiss and Marilyn Friedman. Philadelphia: Temple University Press, 1995, pg. 375. 
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Kesselman et. al. report that: 'Tay equity campaigns can take three forms: 

litigation, collective bargaining, and legislation."^"*' At most institutions of higher learning, 

including the University of Arizona, all three of these methods have been used. In the case 

of the Association for Women Faculty at the University of Arizona, a combination of 

legal, political, and academic pressure was used by faculty women to press for pay equity 

measures. The organization's most common strategy for addressing grievances has been 

to go directly to university administration with the concerns of female faculty and 

professionals. This approach has been by far the most successful method through which 

the AWF communicated their grievances to both University of Arizona's administration as 

well as to the Arizona State Legislature. 

Feminists working within academia have a wide variety of approaches to 

challenging women's subordinate position in the academy, such as forming labor unions, 

associations, and collectives; litigation; integrating into male-dominated disciplines and 

administrations, as well as forming our own radical enclaves within academe where 

feminist theory thrives. The formation of Women's Studies programs and departments has 

presented a multi-faceted challenge to the traditional norms of academic institutions 

through its interdisciplinary, anti-hierarchical, often post-modem approach. Changing the 

structures of the academy requires challenging the students to rethink "learning" itself, 

which is something feminists in academia have being doing for years. 

Kesselman, McNair, and Schniedewind, Women, Images and Realities, pg. 178. 
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Organizations such as AWF have enabled women to present {at least in 

appearance) a united front to administrators and a 'collective voice' of protest against 

discrimination. This type of united political action has proven to be an effective strategy 

for providing women with a forum to demand equity and fair treatment. Women who have 

organized collectively within academia have had a history of effectively challenging blatant 

discrimination and inequalities at numerous universities. These organizations provide 

support networks for women; through such groups, women began to realize they were not 

alone in their experiences of discrimination and harassment. This realization, that 

discrimination was both institutional and pervasive, enabled women to take action and 

empowered them to challenge their subordinate status in the academy. 

Pointing out the changes that AWF has effected within the university system, this 

work highlights what AWF provides for the campus community. It also highlights the 

need for continued organization and agitation by women to address the continuing 

discrimination against women faculty, professionals, graduate students and post-doctoral 

students. In particular, it illustrates the need to get all women, junior, senior, and in-

between, active and directly involved in campus women's organizations to continue 

educating and agitating for change. Although getting any process put in place was a 

remarkable achievement, the actual "process" of salary equity adjustment at the University 

of Arizona still has many practical limitations. AWF was successfixl in protesting for a 

See Angela Simone. Academic Women Working Towards Equality. 

Karen Anderson. Oral Historj- (May 1st, 1997). 
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change, yet the resulting change has not been totally effective, and this work has explored 

some of the reasons why. 

Remembering our history and the efforts of women working for gender justice 

empowers people with consciousness. Women as well as men now entering academia 

need to be made aware of the struggles women in higher education have historically faced, 

as well as the methods women have successfully used to challenge discrimination. We 

must also acknowledge that a great many inequalities still exist, both in higher education 

and more generally in the ways in which men and women's labor is valued differently 

economically. In particular, women's inequity in terms of salaries within academe is 

clearly a grievance that requires action, both on the part of faculty and administrators. 

Until women's inequalities within the labor market, such as salary mequities, are 

acknowledged and addressed more effectively than they have been so far, this struggle 

must continue. 
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Appendix A 

Oral History Questions 

Initially: Consent form, note presence of tape recorder, ask interviewee for permission to 

record interview 

Background, Campus Climate: 

—Education, degrees 

—When did you come to the University of Arizona/how long have you been here? Hired 

on in what capacity? Advancements/current position. 

—How many women were/are employed in your department at a similar level? (if small 

#'s—how did you cope with issue of tokenism?) 

—How have (do) women deal with the gendered dynamics of the university enviroment? 

(the "norms of masculinity" assumptions within the university enviroment) 

—How have you seen the position of women here at the U of A change over the years, 

both within your dept. and within the university at large? (do you see AWF as responsible 

for some of these changes? Detail...) How has the position of women NOT changed? 

Why not, do you think? 

—Do you consider yourself a feminist? (why, why not) If so, how do you think this 

perspective influenced your activism at UA? 
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AWT: 

—When did you first hear about the Association for Women Faculty? 

—What issues brought you to AWF? Please briefly describe your direct involvement with 

AWF. 

—Why did AWF begin? What reasons did women have for coming together collectively? 

—What are some of the most successfiil actions AWF engaged in, in your view? 

—What significant issues remain for women? Can AWF address these? 

—Do you think the collective voice of AWF gave women at the U of A more of a 

voice/more pull with UA administration, as an organized group? Did it represent the 

needs of faculty/professional women effectively? Did AWF also give women a more 

visible presence on campus? 

—Please describe the "inner workings" of AWF to the best of your ability—how did things 

actually get done? (formally, informally) Were there divisions or conflicts within AWF? 

How were these conflicts handled/resolved? 

—What do you think the "outsider" perception was of AWF? (both by Univ. admin, and 

legjslature/Univ. outsiders) 

—What do you see as AWF's strengths? Weaknesses? 

—Are you still (directly/indirectly) involved with AWF? Why/why not? 

opt: —Do you see AWF as an example of the connection of theory and practice within the 

academy? 
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Pay equity: 

—Are you familiar with the pay equity struggles engaged in by AWF? 

—How/when did you first hear about pay inequities at the U of A? OR; Were you aware 

of the gaps in salaries between comparable women and men before AWF's salary 

study^efore becoming involved in AWF? 

-How did you feel when you became aware of these inequities? What is your sense of 

how other women faculty and professionals felt/reacted to these glaring discrepancies? 

-How do you feel about the strategies used by AWF to push for salary equity (did they go 

far enough— "equal pay for equal work" vs. comparable worth 

—Were you directly impacted by the salary equity struggle and the salary adjustment 

process put into place by the University in the mid-1980's? 

Additional issues; 

—What other issues were/are significant for women at the U of A? Has AWF addressed 

these? What still remains to be done to ensure equality for women within this university? 

(childcare, parenting, daycare, stopping clock, tenure issues; hiring more women at higher 

levels—who absorbs the costs?) 

—Mentoring of jr. faculty women by sr. women-how important? 

-Is there anything else you wish to share with me about the history of AWF or the 

situation of women at the U of A? 
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APPENDIX B 

PERMISSIONS 

Exclusive right has been granted by interviewees through both vmtten and verbal 

consent (audio-taped) to the interviewer for the publication and use of transcribed 

interviews and interview notes. Consent forms are on file at the Women's Studies 

Department at the University of Arizona in Tucson, Arizona. 
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