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EXECUTIVE SUMMARY

The MeMaster University Faculty Association 8Status of Women
Committee commissioned Social Data Research Limited to conduct a
mail survey of all full-time female faculty and a random sample

of male faculty in the £all of 1988.

The purpose of the study was to ascertain the degree and quality
of integration of McMaster University's female faculty members
into the structure and organization of McMaster University. The
study was meant to complement the recently completed report on
employment equity at McMaster and a current study now being

completed on salary egquity.

Both structural measures and attitudinal measures of
integration were c¢onsidered. S8tructural measures included
tenure and appointment, participation on committees,
administrative positions ever held, teachiﬁg and advising
students and other types of professional participation.

Attitudinal measures referred to faculty's perceptions of their
work environment, in general, and within their Department,
Faculty, or the University as a whole. Faculty were also asked

their opinions on collegial relationships.

The findings from the study indicate that female faculty, with a
few exceptions, appeared to be fairly well integrated into the
structure of the University. Female and male faculty, however,
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differed in integration at the administrative level, in graduate
advising, and in teaching summer and evening courses, as well as
in their perceptions of a number of important factors related to
their work environment, There were also suggested differences in

graduate teaching and chairing hiring and tenure committees.

Female faculty tended to be somewhat younger, on average, than
male faculty and to have <fewer years of teaching experience.
They were more likely to occupy the ranks of assistant professor
or lecturer, and less likely to occupy the rank of full
professor, than male faculty. Female faculty were not divided
equally among the six Faculties. One-half of all female faculty
were in Health Sciences, followed by one-fifth in Social Sciences
and another one-sixth in the Humanitiesg,. Overall, relatively
more males than females were tenured. This reflected the greater
proportion of males at the level of full professor, as the
proportions of males and females who were tenured at each rank
were roughly equivalent. There were no significant differences

in the types of nontenured appointments for men and women.

In proportion to their numbers, female and male faculty were
equally likely to be members of departmental, program, Faculty
and University-level committees. Both male and female faculty
were familiar with the c¢riteria and procedures for merit salary
increases, tenure, promotion and hiring. There were no

significant differences by sex in the proportions who gave

iii



scholarly talks; held joint or associate appointment in another
academic Department, School or Program; taught or held an
administrative role in a special program; engaged in
collaborative research with other members of McMaster Faculty;
applied for McMaster University research funds; or were consulted
by the Chair or Dean on important decisions that were to be made.
These data show that females were, in most respects, as well

integrated into the structure of the university as the males.

In 1987-88, both female and male faculty spent, on average,
about sixteen hours per week teaching and advising students. On
average, males spent more time than females advising and
supervising graduate students, while females spent more time
acting as student advisors. There was no difference in the
numbexr of hours spent teaching undergraduates by male and female
faculty. The data suggest that males were also more likely than
their female counterparts to be asked to be an examiner or Chair

of a PHD defense in which they had not previously been involved.

The data show that females are less likely than males to have
held administrative positions. In giving their opinions on
opportunities for an administrative position, more women than men
felt they were not given serious consideration for administrative

positions.
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Faculty were asked their perceptions on 57 items related to
their work environment. While there were not significant
differences by sex on many of the opinion items, a substantial
number of items did show significant male-female differences.
While sixty-five per cent of faculty endorsed the statement, "I
work in an environment that is supportive to me", females were
less likely than males to feel confident about their future at
McMaster. In general, the findings indicate that both male and
female faculty members felt more support from their Department
than from their Faculty or the University as a whole. Women were
less 1likely than men to feel supported at the level of the
Faculty or the University. They were less likely than men to
agree that they had the opportunity to serve on the types of
Faculty level or University committees that they were interested
in, or on important decision-making committees at all three
levels. Very few twomen felt that their voice was heard in

University level committee meetings.

Faculty's opinion on tenure and promotion, salary and decision-
making was also sought. In general, female faculty were more
likely to perceive difficulty for women in cbhtaining tenure,
and less likely to agree that merit increases were awarded
equitably in their department, than male faculty. Also, female
faculty were less likely than their male c¢ounterparts to
perceive that their point of view was given equal consideration

to that of their colleagues concerning important decisions.



The report concludes with a number of recommendations that
address male-female differences in structural integration and
differences in the attitudes of female and male faculty to their

integration into McMaster's affairs.
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1.0 INTRODUCTION

1.1 Purpose of the Study

The purpose of the study is to ascertain the degree and gquality
of integration of McMaster University's female faculty members
into the structure and organization of McMaster University as a
whole. Integration refers to the participation of faculty in
decision-making, administration, teaching, research, and other
professional activities. BAs well, faculty's perceptions of their
work environment, in particular their relationships with
colleagues, administrators, and the university at large, will be

considered as measures of integration.

The status of women at McMaster University, as at other
universities, has been a concern since the early 1970's. In
1971, the Group for Egqual Rights at McMaster petitioned the
Senate to ensure equal rights and opportunities for women. The
Senate responded to the petition by establishing a subcommittee
-- The Equal Rights Review and Co-ordinating Committee -- to
monitor progress on an on-going basis and to make periodic
reports. In 1976, the Committee submitted a report which
provided baseline information on the status of women at McMaster
and made a number of recommendations regarding appointments,
tenure and promotion, committee membership, administrative

appointments, salaries and recruitment of female students.



In 1974, the Status of Women Committee completed a study on the
"Determinants of Academic Salaries of Full-time Faculty"™ which
indicated that salary differences favoured men. In 1979, women
faculty who had held €£full-time appointments for at least three
years were asked to nominate themselves for salary review.
Thirteen women faculty chose to participate, and eight of them
received salary increases. At present, the Vice President
Academic reminds Deans annually to c¢heck whether salaries of
women in their Faculties are in line with those of their male
peers, and a second salary equity study is wunderway, but results

are not yet available.

In 1986, McMaster decided to participate in the Employment
Equity Program for Women, sponsored by the Ministry of Colleges
and Universities. An Employment Eguity Co-ordinator was
appointed, and along with an advisory Employment Eguity
Committee, completed a report which assessed and made a number of
recommendations on the recruitment and appointment, tenure and

promotion and advancement opportunities of academic staff.

In 1986, the Aad Hoc Committee on the Status of Women, McMaster
University Faculty Association, chaired by Dr. Rhoda Howard,
undertook a pilot study of social science faculty to investigate
possible differences in the perceptions of female and male
faculty at McMaster regarding their work environment. The study,

which was directed by Dr. C.A. Woodward and Dr. D.L. Lamping (now



of McGill University), found some differences between men and
women. Men perceived their work environment as more Supportive
than did women, and the women saw greater inequality regarding
career advancement and tenure and promotion opportunities for
themselves. The Committee recommended a survey of the entire
faculty of the University to assess the extent to which the
opinion held by Social Sciences Faculty members characterized the

entire academic community at McMaster.

This study extends the pilot study undertaken in 1986 by the
Faculty Association. It includes a survey of all female faculty
at McMaster and a random sample of male faculty. The study
seeks to take a step beyond those which examine pay differentials
or discrimination in hiring or ‘tenure at a university and
describes gender differences in the integration of faculty at
McMaster. A review of the literature suggests that this study
may be the first of its kind to be completed in a Canadian

university.

The report consists of four sections. The first gsection
presents =z profile of faculty at McMaster and describes
differences in rank and faculty by sex. The second section
outlines the methodology used to complete the study. The third
section presents the findings, organized into seven parts:
qualifications, rank, tenure and appointment; professional

participation; teaching and advising students; perception of



faculty integration; social contacts; sexual harassment; and
factors affecting progress at McMaster. The final section gives
a discusgion of the findings as they relate to differences in the
integration of female and male faculty and suggests a number of

recommendations.

1.2 Faculty at McMaster

Sex and Faculty

On July 1, 1988, there were 787 faculty members at McMaster, of
whom 20% (154) were female and 80% (633) were male.l Faculty
members were divided among six Faculties, with the largest being
Sciences (24%), followed by Health Sciences? (22%), Social
Sciences (19%), Humanities (17%), Engineering (11%) and Business
(7%). Female members were not divided equally among the six
(Table 1.2.1). Forty-nine per cent of all females were in Health
Sciences,? followed by 20% in Social Sciences and 16% in
Humanities. The other Faculties had very few female members: 9%
of female faculty were in the Sciences; 5% in Business: and 1% in
Engineering. The percentages of males and females in each

Faculty also varied considerably (Table 1.2.2). Almost one-half

lFigures were supplied by the McMaster Faculty Association
and refer to July 1, 1988.

2The figures for Health Sciences do not include full-time
¢linical faculty.

#The percentage of females in the full-time clinical faculty
is much lower, in the range of 10-15%.



of all faculty members in Health Sciences were female (45%),

while Social Sciences (20%) and Humanities (19%) had around one-

fifth female. Thirteen per cent of Business faculty members were

female. Sciences (7%) and Engineering (2%) had very few female

faculty.
TABLE 1.2.1
McMASTER FACULTY BY FACULTY AND SEX, 1988/8%
FACULTY % OF ALL % OF ALL % OF ALL
FEMALES MALES FACULTY
Health Sciences 49 15 22
Business 5 8 7
Social Sciences 20 19 19
Humanities 16 17 17
Sciences =} 28 24
Engineering 1 14 11
Total % 100 100% 100
Total N 154 633 787

* Percentages may not sum to 100 due to rounding



TABLE 1.2,2
PERCENTAGE OF FEMALE AND MALE FACULTY IN EACH FACULTY,

1988/89
PERCENTAGES
FPACULTY Female Male Total TOEAL
Health Sciences 45 55 100 169
Business 13 87 100 55
Social Sciences 20 80 100 150
Humanities 19 81 100 133
Sciences 7 93 100 191
Engineering 2 98 100 89
Total % 20 80 100 787




Sex and Rank

Faculty members at McMaster hold various ranks from £full
professor to lecturer. Fifty-three per cent of all male faculty
were full professors, as compared to 19% of all females (Table
1.2.3). About equal percentages of males (29%) and females (32%)
were associate professors; 40% of females and 15% of males were
assistant professors; and 8% of females and 2% of males were
lecturers. The percentages of female and male faculty at each
rank also varied. Eight per «cent of all full professors were
female (Table 1.2.4), as were twenty-one per cent of all
associate professors, 39% of all assistant professors, and 55% of

all lecturers.

TABLE 1.2.3
McMASTER FACULTY BY RANK AND SEX, 1988/89

PERCENTAGES
RANK Female Male Total
Full Professor 19 53 46
Associate Professor 32 29 30
Assistant Professor 40 15 20
Lecturer 8 2 3
Other 1 1 1
Total % 100 100 100
Total N 154 633 787




TABLE 1.2.4
PERCENTAGE OF EACH RANK THAT IS FEMALE OR MALE, 1988/89

PERCENTAGES
RANK Female Male Total TOﬁAL
Full Professor 8 92 100 363
Associate Professor 21 79 100 235
Asgistant Professor 39 61 100 159
Lecturer 55 46 100 22
Other (research,directors) 25 75 100 8
Total % 20 80 100 787

Sex, Faculty and Rank

The percentages of faculty members at each rank varied across
the six Faculties (Table 1.2.5). The data indicated that the
Faculties with the largest proportions of full professors were
Sciences (65%), and Engineering (63%), followed at some distance
by Humanities (41%), Social Sciences (39%), Health Sciences {(32%)
and Business {(29%). Those PFaculties with relatively fewer
members at the rank of full professor showed greater proportions

at the assistant or lecturer rank (see Table 1.2.5).

The percentages of male and female faculty members at each rank

also varied across the six Faculties (see Table 1.2.6). Within



each Faculty,

females

were mor

professors or lecturers than were

e likely

males, and

likely to be full professors than females.

‘TABLE

1,2.5

to be assistant

males were more

PERCENTAGE OF FACULTY IN EACH RANK WITHIN EACH FACULTY, 1988/89

FACULTY
RANK Health Business Social Human- Sciences Engin-
Sciences Sciences ities eering
% % % % % %
Fuli 32 29 39 4] 65 63
Professor
Associate 33 31 37 41 19 19
Professor
Assistant 31 27 19 18 14 15
Professor
Lecturer 3 13 5 1 1 1
Cther 1 - 1 - 2 2 -
Total % 100 100 100 100 160 100
Total N 169 55 150 133 191 89




PERCENTAGE OF PEMALES AND MALES AT BACK RANK HITHIN EACH FACULTY, 1988/89

TABLE 1,2.6

FACULTY

RBNK Health Business Social Human- Sciences Engin~ Total

Sciences Sciences  ities eering

f m f m f m f m f m f m f n

% % % % % % % % % % % % % %
Professor 1s 43 0 33 10 47 20 45 43 67 50 63 19 53
Associate 36 31 0 35 30 38 44 40 7 20 50 13 32 29
Professor
Assistant 40 24 57 23 47 12 32 15 43 12 0 15 40 15
Professor
Lecturer 5 1 43 8 13 3 4 0 0 I 0 1 8 2
Other 1 1 0 0 0 1 0 0 7 1 0 2 1 1
Total % 100 100 100 100 1060 100 100 100 100 100 100 160 100 100
Total N 76 93 7 43 30 120 25 108 14 1N 2 87 154 633

10



2,0 METHODOLOGY

2.1 Questionnaire Design

The consultant worked closely with the Status of Women Committee
of McMaster University Faculty Association to formulate a draft
dquestionnaire which included wmeasures of faculty integration.
Most questions referred to the academic vyear 1987/88, As noted
earlier, integration refers to the participation of faculty in
decision—making, administration, teaching, research, and other
professional activities along with faculty members' rerceptions
of their work environment. The questionnaire did hot include
measures of job performance, such as the number of publications;
rather the study assumes equal competence of faculty members at
each rank. A number of the opinion questions were taken from the
earlier Status of Women Committee's survey of social seience

faculty (1986).

The draft gquestionnaire was pretested on twelve faculty members.
They included both males and females from the different
Faculties. Based on the results of the pretest and the comments
from a number of interested faculty members, revisions were made
to the gquestionnaire. In particular, the guestionnaire was
revised to capture more accurately the integration of faculty in

the Health Sciences, since the organization of undergraduate and

11



graduate teaching and teaching responsibilitiea wasg quite

different there than it was in the other five Faculties,

2.2 Bample

The questionnaire was sent to all 154 female full-time faculty at
McMaster and to a random sample of 232 male full-time faculty.
Full-time clinical faculty in health sciences were not included
in the sample. Since it was anticipated that the male response
rate would be somewhat lower than the female, male faculty were
oversampled for the study to ensure approximately equal numbers
of males and females. Although it may have been preferable to
send questionnaires to all male faculty, budget constraints did
not allow this option. & letter from the president of the
University asking each faculty member to participate in the study
was included with each guestionnaire. Questionnaires were
followed by a reminder letter approximately three weeks after the
initial mailing. As well, the study was publicized in the

McMaster Courier (an internal University newsletter).

The implication of using a random sample of male faculty meant

that, on average, the male faculty were further along in their

careers than were the female faculty,

12



2.3 Response Rates

Bex _and Rank

Fifty-two percent of all faculty (n=202) included in the survey
returned their questionnaires. The response rate varied by sex,
rank and faculty, Sixty-five percent of female faculty and 44%
of male faculty completed and returned their questionnaires.
Assistant professors (60%) followed by associate professors (55%)
were most likely to return their questionnaires {Table 2.2.1).
Least likely to participate in the study were faculty at the rank
of lecturer (50%) or full professor (46%). Male full professors
were the least likely to return their questionnaires, and female
full professors were the most likely to do 80 (41% and 69%
respectively) (Table 2.2.1). Of the males, assistant professors
had the highest response rates (53%). Of the females, those at
the rank of lecturer were least likely to complete their

questionnaires (50%).

Sex and Faculty

Response rates varied by Faculty; faculty members in Social
Sciences (63%), Health Sciences (61%), and Business (60%) had the
highest response rates, while those in Humanitieg (48%),
Engineering (46%) and Science (37%) had the lowest (Table
2.2.2). The highest response rates for females were in Social

Sciences (80%) and Business (71%). Among the males, the highest

13



response rates were in Health Sciences (62%) and Business (54%)

and the lowest in Science (31%),

of the Sample

Although the sample was representative of the faculty in most
respects, it overestimated male assistant professors and
lecturers. These sample biases do not, however, compromise the
findings where comparisons were made between male ang female

faculty at each rank.

TABLE 2,2.]
RESPONSE RATES* BY RANK AND SEX

PERCENTAGES

RANK Female Male Total TOTAL N

Female Male
Full Professor 69 41 46 29 128
Associate Professor 65 46 55 49 61
Assistant Professor 65 53 60 62 40
Lecturer 50 50 50 12 2
Other (Research
Directors) 100 0 67 2 1
Total 65 44 52 154 232

* The percentage of faculty in each group completing and
returning their questionnaire

14



TABLE 2.2.2
RESPONSE RATES* BY SEX AND FACULTY

PERCENTAGES
FACULTY Female Male Total TOTAL N
Female Male

Health Sciences 61 62 61 76 37
Business 71 54 60 7 13
Social Sciences 80 49 63 30 37
Humanities 60 40 48 25 38
Sciences 64 31 37 13 70
Engineering 50 46 46 2 37
Total 65 44 52 154 232

* The percentage of faculty in each group completing and
returning their questionnaire

15



3.0 PFINDINGS

3.1 Qualifications, Rank, Tenure and Appointment

3.1.1 Years of Teaching Experience

Faculty were first asked a number of questions concerning their
careers, including number of Years of teaching eXperience,
highest degree, tenure, year granted tenure, and Year appointed
to present rank. & number of significant differences in the
teaching experiences of male and female faculty were found and

are highlighted beloy.

Male faculty had, on average, more vyears of full~time teaching
experience than their female ¢ounterparts, while the opposite was
true for part-time teaching experience. Male faculty had taught
an average of 17 vyears full-time at a university and 14 at
McMaster, as compared to 10 years and 8 Years respectively for
females (Table 3.1.18). Female faculty had, on average, 2 years
of part-time exXperience, as compared to 1 year for males. This
difference in the number of years of full-time teaching
experience held was greatest across the male and female full

professcors (See Table 3.1.1B).

4Significant differences are noted at the <.05 level unless
otherwizse noted in the text.
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TABLE 3.1.1A

FULL AND PART-TIME TEACHING EXPERIENCE
OF FEMALE AND MALE FACULTY

AVERAGE YEARS

TOTAL N P* SIG.
Female Male P M

Average number of vears teaching:

Full-time 10 17 98 96 27.3 <.o01
Part-time 2 1 100 102 5.7 <.01
Full-time at McMaster 8 14 97 97 27.9 <.o01
Part-time at McMaster 1 1 100 102 1.6 NS

¥ A one-way analysis of variance was used to compute
the F statistic

17



TABLE 3.1.1B

FULL AND PART-TIME TEACHING EXPERIENCE OF FEMALE AND MALE
FACULTY BY RANK
AVERAGE YEARS
TOTAL N P SIG.
Female Male Female Male
Average number of vears
teaching full-time
Professor 18 23 19 50 3.7 <.05
Associate 12 13 33 29 .3 NS
Assistant & Lecturer ) 6 46 i7 .9 NS
Total 10 17 98 96 27.3 <.01
Average number of vears
teaching part-time
Professor 3 1 1o 52 1.9 NS
Associate 3 1 33 29 7.3 <.01
Assistant & Lecturer 2 1 48 21 .1 NS
Total 2 1 100 102 5.7 <.01
Average number of vears
teaching full-time
at McMaster
Professor 15 18 18 50 2.7 NS
Associate 9 11 33 29 1.5 NS
Assigtant & Lecturer 4 4 46 18 0.0 NS
Total 8 14 97 97 27.9 <.01
Average number of years
teaching part-time
at McMaster
Professor 1 1 19 52 .3 NS
Associate 1 0 33 29 2.3 NS
Assistant & Lecturer 1 1 43 21 .3 NS
Total 1 1 100 102 1.6 NS

18



- 3.1.2 Highest Degree Level

Proportionately more male than female faculty members had a PHD
(87%, 65% ). mTable 3.1.2A shows that the major gender difference
was found at the associate professor level, where 93% of male
faculty and 70% of female faculty held doctorates (Table 3.1.,2a).
The male-female difference in the proportion with PHDs may be
partly explained by the fact that proportionately wmore of the
female associate professors were holders of Masters of Science in
Nursing, Masters of Health Sciences, and Masters of Science.
Excluding faculty from Health Sciences, 83% of female and 93% of

male faculty held doctorates,

Faculty members were also asked the year in which they received
their highest degrees. Proportionately more males (45%) than
females (13%) received their highest degrees prior to 1970,
while proportionately more females (52%) than wmales (23%)
received their highest degrees in the 1980s {(Table 3.1.2B). This
pattern reflects the greater proportion of males than of females
at the rank of full professor at McMaster. Significant male~
female differences in the Year faculty received their highest

degree were not found within each rank,
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HIGHEST DEGREE HELD BY FEMALE AND MALE FACULTY

TABLE 3.1.23

BY RANK
PERCENTAGES CHI- 51G.
Female Male Total 5Q.
Total
PHD 65 87 76 12.604 <.01
Other 35 13 24
Total % 100 100 100
Total N 100 102 202
Professor
PHD 89 94 93 .029 NS
Other 11 6 7
Total % 100 100 190
Total N 19 52 71
Associate Professor
PHD 70 93 81 4,022 <.05
Other 30 7 19
Total % 100 100 100
Total N 33 29 62
Asgistant Professor & Lecturer
PHD 52 62 55 .242 NS
Other 48 38 45
Total % 100 100 100
Total N 48 21 69
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TABLE 3.1,2B
YEAR RECEIVED HIGHEST DEGREE, FEMALE AND MALE FACULTY
NK

BY Ra
PERCENTAGES CHI- 814G,
Female Male Total 5Q.
Total
Prior to 1970 13 45 29 27.795 <.01
1970 - 1979 35 32 34
1980+ 52 23 37
Total % 100 100 100
Total N 99 26 195
Missing N = 7
Professor
Prior to 1980 90 98 96 .724 NS
1980+ 10 2 4
Total % 100 io0 100
Total N 19 48 67
Missing N = 4
Associate Professor
Prior to 1980 63 79 70 1.151 NS
1980+ 37 21 30
Total % 100 100 100
Total N 32 28 60
Missing N = 2
Assistant Professor & Lecturer
Prior to 1980 23 25 24 .000 N8
1980+ 77 75 76
Total % 100 100 100
Total N 48 20 68

Missing N = 1
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3.1.3 Rank, Tenure and Appointment

Proportionately more of the male faculty were at the rank of
full professor (51%, 19%), while proportionately more of the
female faculty were assistant professors or lecturers (48%,
21%) (Table 3.1.34). About equal proportions of male and female

faculty were associate professors (28%, 33%).

Female faculty had, in general, spent fewer years at their
present rank than male faculty (Table 3.1.3B). A more detailed
analysis indicated that the greatest difference was for
professors: 56% of male professors had been more than eight
Years at their rank, as compared to 21% of female professors

(Table 3.1.3B).

Overall, relatively more males (77%) than females (53%) were
tenured (Table 3.1.3¢). Again, this reflects the greater
proportion of males at the level of full profegsor, as the
proportions of tenured male and female faculty at each rank were
roughly egquival ent . Of those not tenured, 33% had
contractually-limited appointments; 51% had term ¢ontracts and
15% had other types of appointments. There were no significant
differences in the tyres of nontenured appointments for men and

women.

Nearly 60% of all tenured faculty had received tenure prior to

1980, although this bPercentage varied significantly by sex.
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Sixty-seven per cent of male tenured faculty, as compared to 40%
of female tenured faculty, hag received tenure by this date.
This finding alse reflects the greater proportion of males at the
level of full professor, as the proportions of faculty receiving
tenure prior to 1980 did not significantly vary within each rank
{(Table 3.1.3D). It is important to note that, on average, male
professors differed in a number of important ways from their
female counterparts. They had significantly more yYears of
teaching experience, had been significantly longer at their rank,
and were more likely to have PHDs. In these respects, males and
females are not matched in background even when they are compared

within the same rank.

TABLE 3.1,32
RANK OF FEMALE AND MALE FACULTY

PERCENTAGES
RANK Female Male Total
Professor 19 51 33
Associate Professor 33 28 31
Assistant & Lecturer 48 21 34
Total % 100 100 100
Total N 100 102 202

Chi-8q.

i

26,144 Sig. = <.01
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TABLE 3.1.3B
YEARS AT PRESENT RANK, FEMALE AND MALE FACULTY

BY RANK
PERCENTAGES
CHI- SIG.
Female Male Total 5Q.
Total
More than 8 15 40 28 13.975 <.01
Less than 8 85 60 72
Total % 100 100 100
Total N 95 98 193
Missing N = 9
Professor
More than 8 21 56 46 5.429 <.0L
Less than 8 79 44 54
Total % 100 100 100
Total N 19 50 69
Missing N = 2
Associate Profesgor
More than 8 17 30 23 .609 NS
Less than 8 83 70 77
Total % 100 100 100
Total N 29 27 56

Missing N = &
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TABLE 3.1.3B (Cont'd)
YEARS AT PRESENT RANK, FEMALE AND MALE FACULTY

BY RANK
PERCENTAGES
CHI- S5ICG.
Female Male Total 8Q.
Assistant Professor & Lecturer
More than 8 11 14 12 .001 NS
L.ess than 8 89 86 88
Total % 100 100 100
Total N 47 21 68

Misging N = 1
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TABLE 3.1.3¢

TENURED FEMALE AND MALE FACULTY

BY RANK
PERCENTAGES
CHI- SIG.
Female Male Total 5Q.
Total
Tenured 53 77 65 11.195 <.01
Not tenured 47 24 35
Total % 100 100 100
Total N 100 102 202
Professor
Tenured 95 98 97 .000 NS
Not tenured 5 2 3
Total % 100 100 100
Total N 19 52 71
Associate Professor
Tenured 76 79 77 . 001 NS
Not tenured 24 21 23
Total % 100 100 100
Total N 33 29 62
Assistant Professor & Lecturer
Tenured 21 19 20 .000 NS
Not tenured 79 81 80
Total % 100 100 100
Total N 48 21 69
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TABLE 3.1.3D
YEARS TENURE RECEIVED BY FEMALE AND MALE TENURED FACULTY

BY RANK
PERCENTAGES
CHI- SIG.
Female Male Total 8Q.
Total
Prior to 1980 40 67 56 7.610 <.01
1980+ 60 33 44
Total % 100 100 100
Total N 50 75 125
Missing N = 6
Professor
Prior to 1980 65 82 78 1.302 NS
1980+ ' 35 18 22
Total % 100 100 100
Total N 17 50 67
Missing N = 2
Associate Professor
Prior to 1980 38 38 38 .000 NS
1980+ | 63 62 62
Total % 100 100 100
Total N 24 21 45
Migsing N = 3
Assistant Professor & Lecturer
Prior to 1980 0 25 8 .000 NS
1980+ 100 75 92
Total % 100 100 100
Total N 9 4 13

Misging N = 1
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3.1.4 Bociodemographic Characteristics, Female and Male Faculty
Respondents

The ages of male and female faculty differed significantly.
Males were more likely to be over the age of 50 (42%, 21%) and
females were more likely to be 40 - 49 (48%, 38%) or less than 40
(31%, 21%). (Table 3.1.4).

No differences were found in the religions specified by males and
females: 37% gave no religion; 35% were Protestant; 18% were
Catholic; 7% were Jewish; and 4% gave another religion such as

Moslem or Hindu,

Sixteen per cent of faculty identified themselves as a member of
a visible minority, and more males than females were in this

group (23%, 8%).

One-quarter of the faculty reported that they were single,
separated, divorced or widowed. Fifty-six per cent of all
faculty report child-rearing responsibilities, although female
faculty were more likely to indicate they were the primary person

in their family with such responsibilities (38%, 7%).
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SOCIODEMOGRAPHIC CHARACTERISTICS,

TABLE 3,1.4

FEMALE AND MALE FACULTY RESPONDENTS

PERCENTAGES
CHI- 8IG.
Female Male Total 5Q.
AGE
under 40 31 21 26 9.857 <.01
40-49 48 38 43
50+ 21 42 32
Total % 100 100 100
Total N 99 101 200
RELIGION
no religion 34 39 37 2.758 NS
Protestant 38 32 35
Catholic 20 15 18
Jewish 5 8 7
Other 3 5 4
Total % 100 100 100
Total N 1060 99 199
Member of a visible/
ethnic minority
Yes 8 23 16 7.657 <.01
No 92 77 84
Total % 100 100 100
Total N 100 29 199
Marital status
Not married 31 19 25 3.382 <.06
Married/cohabiting 69 81 75
Total % 100 100 100
Total N 99 100 199
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TABLE 3.1.4 (Cont'q)

SOCIODEMOGRAPH
FEMALE AND MALE

IC CHARACTERISTICS,
FACULTY RESPONDENTS

PERCENTAGES
CHI- 5IG.
Female Male Total 50.
Child rearing
tesponsibilities
Yes 50 61 56 2.199 NS
No 50 39 44
Total % 100 100 100
Total N 100 101 201
If "yes"™ to child rearing
responsibilities: Aare you
the primary person in your
family who has child
rearing responsibilities?
Yes 38 7 21 35,909 <.01
No 0 44 24
Shared equally 62 50 55
Total % 100 100 100
Total N 50 62 112
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3.2 Profegsional Participation

3.2.1 Participation on Departmental , Program, Faculty or
University Level Committees

One measure of integration is the extent to which female and
male faculty are members of committees. Committees are formed at
the departmental or program level to make recommendations to the
Chair on issues suech as tenure, promotion, hiring, and graduate
and undergraduate education. Members are either elected,
appointed or volunteer to the various committees, depending upon
the particular brocedures used in each Department. At the
Faculty level, members of relevant Departments are either
elected or appointed to serve on committees to make
recommendations to the Dean on issues such as tenure and
promotion, graduate admissions, undergraduate and graduate
education, awards and scholarships, and a whole host of other
university faculty level concerns., And, at the level of the
university, faculty members are also elected or appointed to
numerous committees, such as Senate and Undergraduate Council,
where issues related to the University as a whole are considered.
Through committee membership, faculty members participate in the
decision-making of the University. Of concern to this study is
the guestion: Are female and male faculty equally likely to be
members of departmental, program, Faculty or Univergity-level

committees?
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Faculty members were asked if they were members of the following
departmental or bProgram committees in the academic year 1987-83:
a) tenure committee or the tenure and promotions committee:
b) hiring/selection committee;
¢) graduate or graduate education committee;
d) undergraduate or undergraduate education committee;
e) other departmental Or program committees or offices
(e.g., library representative, visiting speakers co-

ordinator, post-professional education).

Overall, 75% of respondents reported that they were members of
departmental committees (Table 3.2.1A). Thirty-one ber cent sat
on tenure and Promotion; 34% on hiring; 26% on graduate; 27% on
undergraduate and 48% on other types of committees, including
library representatives and visiting speakers. The data showed
no significant differences (at the .05 level) in the pProportions

of females and males sitting on departmental committees,

Faculty were also asked to list the committee membership held in
their Paculties and at the university level in the acadenic year
1987-88, Forty-two per cent of all faculty members sat on
faculty-level committees, and 22% were members of university-~
level committees, The proportions of females and males who sat

on these types of committees did not differ significantly.
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TABLE 3.2,1A

MEMBERSHIP ON DEPARTMENTAL, PACULTY OR UNIVERSITY COMMITTEES, FEMALE AND MALE FACULTY,
1987-88

PERCENTAGES NUMBER OF PACULTY
MEMBERSHIP ON:

Females Males Total Females Males Total CHI-SQ S§I@.

AT LERST ONE COMMITTEE 79 78 18 106 142 202 009 MS

Departmental Committees

Tenure and Promotion 32 30 31 89 87 176 .004 NS
Hiring 35 33 34 85 85 170 .026 WS
Graduate 23 29 26 83 84 167 438 NS
(graduvate programs only) 24 28 26 59 a1 140 180 NS
Under Graduate 31 23 21 g6 82 168 1.044 &S
Other 55 41 48 98 99 197 3.168 <.07
At Least One
Department Committee 78 73 75 98 99 197 382 NS
A Faculty Level Committee 38 46 42 98 101 199,942 Ns
A University Level Commitfee 18 26 22 99 100 19%  1.341 N8

Percentages do not sum to 100%. Each per cent is the proportion of faculty who are a member of
a comnittee. The proportion of faculty who are not members is not shown,
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Faculty members were also asked if they chaired any
departmental, Faculty or Univergity level committees. The
percentage who sat as chair on each type of committee did not
vary significantly by sex. The data do suggest that male faculty
were more likely to chair departmental tenure and promotion or
hiring committees and Faculty level committees, although these

difference were not significant, probably because of the small

numbeyr of cases (Table 3.2.1B).
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TABLE 3.2.1B

CHAIR OF DEPARTMENTAL, FACULTY OR UNIVERSITY COMMITTEES,
FEMALE AND MALE FACULTY 1987-88

PERCENTAGES NOMBER OF FACULTY
CHAIRS HELD ON:

Females Males Total Females Males Total CHI-5Q Si¢,

AT LEAST ONE COMMITTER 33 35 34 100 162 202 .038 NS

Departmental Committees

Tenure and Promotion 2 5 3 89 87 176 197 RS
Hiring 2 7 5 85 85 170 J181 NS
Graduate 5 5 5 83 84 16T  .000 WS
{grad programs only) 1 5 6 59 81 140 009 NS
Under Graduate 4 6 5 86 82 168 186 NS
Other 25 20 23 9 91 182 504 N8
At Least One Department
Committee 31 i 31 98 89 197 000 NS
A Faculty Level Committee 4 8 6 95 97 192 735 N8

A University Level Committee 3 4 4 98 95 194 001 ES
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3.2.2 Administrative Positions Ever Held

Many of the important administrative positions in the university
are held by faculty members who may be elected or appointed to
serve as Chairs or Associate Chairs of their Departments,
Directors of Schools or Programs, Deans or Associate Deans, or as
President or vVice President of the University. Holding an
administrative position is ¢learly an important measure of
integration. Faculty were asked if, in their academic Careers,
they had ever held an administrative position. Twenty-five
percent of respondents have served ags Chair; 6% as Associate
Chair; 14% as Director of 3 school or program; and 5% as Dean
(Table 3.2.2). fThe data show that males Were more likely than
females to have held an administrative position, including Chair,
Associate Chair or other administrative bositions in a
Department/School/Program. The percentages of females and males
having ever held an administrative position were compared at each
rank. The data showed that male full professors were more than
twice as likely as female full professors to have held an
administrative position at the Department level in their academic
careers (48% versus 21%, respectively), although this finding was
not statistically significant, probably due to the small number

of cases.
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TABLE 3,2,2

RDMINISTRATIVE POSITIONS EVER HELD BY FEMALE END MALE FACULTY MEMBERS

PERCENTAGES NUMBER OF FACULTY
ADMINISTRATIVE POSITIONS
Females Males Total Females Males Total CHI-8) sIG,

Chair 16 33 25 94 99 193 6,889 <.01
Associate Chair 1 10 6 86 89 175 4,947 <05
Directors of School /Program 12 16 14 91 88 179 272 N8
Other Administrative in

Department/School /Program 19 4] 30 94 100 194 9,924 .01
Dean, Associate Dean q 5 5 98 99 197 .000 NS
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3.2.3 Other Types of Professional Participation
Beyond committee membership and administrative duties, the study

also addressed other means by which faculty are integrated into

the university. These are 1listed below, along with the
percentages of faculty participating in each activity, In
1987/88:

* 30% held a joint or associate appointment in another

academic Department, School or Program;

* 18% taught or held a defined administrative role in a
special program;

* 47% gave scholarly talks to members of their Department,
School or Program;

* 43% were asked to be an examiner or chair of a PHD defense
in which they had not previously been involved:;

% 24% applied for McMaster University research funds, and 57%
of them received 100% of their request:

d 50% engaged in collaborative research with other members of
McMaster;

* 62% of those engaged in collaborative research worked with

members of the opposite sex;

* 54% were consulted by the Chair on important decisions that
were to be made:

* 21% were consulted by the Dean on important decisions that
were to be made;

* 36% were familiar with the Department's budget;

A 28% were consulted on the Department's budget;

* 21% gave scholarly talks to members of their Faculty;

* 15% gave scholarly talks to others within the University:

* 42% were told of conferences of interest to them by their
Chair;

* 53% were told of grants of interest to them by their cChair;
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* 28% were required to teach summer or evening courses:

* 45% were offered the opportunity to teach summer or evening
courses for extra remuneration;

* 65% were familiar with the criteria and brocedures used to
conduct Yearly faculty evaluations for merit salary
increases:

* 84% were familiar with the criteria and procedures used to

make promotion decisions;

* 80% were familiar with the criteria and bProcedures used to
make hiring decisions;

* 89% were familiar with the criteria and procedures used to
make tenure decisions.
Differences by sex were found on four of these measures of
integration (Table 3.2.3). Male faculty were more likely than
their female counterparts to be asked to be an examiner or chair
of a PHD defense in which they had not previously been involved
(50%, 34%) (p<.06); women were more likely than men to engage in
collaborative research with members of the opposite sex (93%,
38%); males were more likely than females to be familiar with the
department’'s budget (43%, 28%); and females were more likely than
males to be required to teach summer or evening courses (38%,
19%). These differences varied somewhat by rank (although they
were not significant within ranks, probably due to the small

number of cases),
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TRBLE 3.2.3

BIGNIFICANTLY DIPFERENT OTHER TYPES OF PROFEGSIONAL PARTIGIPATION, PEMALE AND MALE FACULTY
1987-88

PERCENTAGES NUMBER OF FACULTY

Females Males Total Females Males Total CHI-8Q S§IG,

Rsked to be an examiner or

chair of a PHD defense for

which you had not previcusiy

been involved 34 50 43 76 84 164 3,535 <.08

Of those engaged in collaborative

research, the proportion working

with members of the opposite sex

at McMaster 93 38 63 44 55 99 29,286 <.01

Familiar with department's
budget 28 43 36 97 100 197 4,303 <.05

Required to teach summer or
evening courges 38 19 28 58 63 121 4.436 <.05
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The fact that only four of the twenty-two measures of faculty
integration reported here showed significant sex differences
indicates that female faculty are in most respects as well
integrated into the university community as the male, The fact
that male faculty were more likely than female faculty to be
familiar with their Departments' budgets suggests the lack of
integration of females at +the administrative levels. The
tendency for male faculty to be more likely than female faculty
to be asked to be an examiner or a chair of a PHD defense for
which they had not previously been involved (p<.06) may suggest
that the School of Craduate Studies is not utilizing male and
female faculty equally. Although the more junior level .(on
average) of female faculty may provide an explanation of both
these findings, they nevertheless reveal areas in which the

integration of female faculty may be inproved.

3.3 Teaching and Advising Students

The job of a typical faculty member includes three major tasks:
research, administration or committee work and teaching. This
section examines the types of teaching responsibilities assigned
to female and male faculty, and seeks to determine if there are

systematic differences between the sexes in this regard.

In 1987-88, on average, both female and male faculty spent about

sixteen hours rer week in the classroom and in advising
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graduate or MD students. The types of teaching responsibilities
they had however did vary by sex (Table 3.3.1). Males spent more
time - on average than females advising graduate students and
tended to spend more time teaching them (p<.06) (4.4 hours, 1.9
hours), teaching MD students ({(2.0 hours, .4 hour) (Health
Sciences non-c¢linical faculty only)) and acting as laboratory
supervisors (1.3 hours, .3 hours) (p<.06). Females spent more
time acting as undergraduate student advisors, There was no
difference in the average number of hours spent by female and

male faculty in teaching undergraduates (7.1 hours).

On average, each faculty member taught or advised approximately
one hundred students in the academic year 1987-88 (Table 3.3.2).
The total number of students did not differ significantly between

female and male faculty.
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TABLE 3.3.1
HOURS PER WEEK SPENT TEACHING OR ADVISING STUDENTS, FEMALE AND MALE PACULTY*

HOURS NUMBER OF FACULTY
Females Males Total  FPemales Males Total P 8@,

Average Number of Hours Spent:
Teaching undergraduates 7.3 6.9 7.1 95 9 194 N NS
Teaching graduates 1.9 4,4 3.2 96 99 195 3.6 <.06
{graduate programs only) 2.0 4.5 35 69 9% le4 2.6 NS
Teaching MD students** .4 2.0 1.0 43 22 65 7.6 <01

{health sciences only)
Graduate student advisor 1.6 3.5 2.7 68 93 161 4.8  «<.05

(graduate programs only)
Student advisor 1.4 J 1.0 96 98 194 9  <.05
Tutorial or Seminar leader 1.1 .5 .8 95 %8 193 3.1 NS
Research intern advisor

{health sciences, only) .2 1.1 .5 44 23 67 2.2 N§
Laboratory supervisor .3 1.3 .8 9% 96 192 3.5 <., 06
Other teaching .8 T .8 97 98 195 0 NS
Total Number of Hours 145 171  15.8 93 93 186 1.0 NS

*  Note that this table does not take into account differences between faculties in the pattern
of teaching.

*t Faculty surveyed in Health Sciences did not include full-time elinical faculty.
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TABLE 3.3.2
NUMBER OF BTUDENTS TAUGHT oR ADVISED, FEWALE AND MALE FACULTY, 1987/e8

BAVERACE
NUMBER Op STUDENTS NUMBER OF FACULTY
Females Males Total Females Males Total F 814,
Peaching undergraduates 77 12 75 92 95 187 A NS
Teaching graduates 7 6 7 96 98 194 A NS
(graduate programs only) g 7 7 68 94 162 .2 NS
Teaching MD students
(health seiences only) 1 20 9 44 23 67 2.8 Ns
Graduate student advigor
{graduate programs only) 1 2 2 65 94 159 1.2 NS
Student advisor 9 3 6 50 93 183 2.7 NS
Tutorial or
Seminar advisqr ) 4 5 94 97 191 1 NS
Research intern advisor
{health sciences only) 0 0 { 45 23 68 il N3
Laboratory supervisor 1 4 3 %7 97 194 9 NS
Other teaching 7 0 4 94 97 191 2.4 NS
Total Number
of Students 103 94 98 34 86 170 .3 Ns
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These data indicate that a greater proportion of male than of
female faculty acted as MA supervisors (55% vs 35%) or as PHD
sSupervisors (41%, 17%) (Table 3.3.34). These differences were
partly explained by the fact that male faculty were more likely
than female faculty to be in departments with graduate programs.
However, within departments with graduate Programs, the male-
female difference in PHD supervision remained significant (54% vs
32%) (Table 3.3.3B),. The fact that more male faculty were
located at the rank of professor than females, and professors are
more likely to act asg PHD supervisor than associate or assistant
professora, may explain the male~-female difference in PHD
Supervision. To test this explanation, the bPercentages of
female and male faculty at each rank who acted as PHD supervisors
were examined. The data showed that female and male full
professors in departments with graduate programs were equally
likely to supervise doctoral students. The data showed that male
associate professors were over three times as likely as their
female counterparts to act as PHD supervisors, although this
finding is not significant, probably due to the small number of
cases within the rank (43% to 14%; Table 3.3.4). The data, then,
suggested that female faculty were less integrated than male
faculty in graduate programs. They were less likely to be a
graduate student Supervisor and less likely to supervise PHD
students. Although some of these differences may be explained by

the relatively more junior position of the average female faculty
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member, the data suggest an area in which female integration may

be improved.

TABLE 3.3.34

GRADURTE BTUDENT BUPERVISOR BY PEMALE AND MALR PACULTY, 1987/88

PERCENTAGES NUMBER OF FACULTY

Females Males Total Females Males Total CHI-8Q SIG.
Act as an M.A. Supervisor 35 55 45 95 96 191 1.278  <.01
Act as a PHD Supervisor 17 41 29 96 96 192 12.333  <,01
Act as am MA Committee
Member 34 43 38 95 96 191 1,287 NS
Act as a PHD Committee
Member 24 47 35 96 9% 192 10,042 <.01
Act as an outside MA
Committee Member 7 11 9 94 95 189 .236 NS
Act as an outside PHD _
Committee Member 14 19 16 96 95 191 667 NS
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TABLE 3.3.3B

GRADUATE STUDENT SUPERVISION BY FEMALE AND MALE FACULTY, 1987/88

IN DEPARTMENTS WITH GRADUATE PROGRAMS

PERCENTAGES NUKBER OF PFACULTY
Females Males Total Females Males Tatal CHI-SQ  sIG.
Act as an M.A. Supervisor 54 65 6l 56 81 137 1,485 NS
Act as a PHD Supervisor 32 54 46 44 10 114 4,629  <.05
Act as am MA Committee
Member 54 53 54 59 18 134 .000 NS
Ack as a PHD Committee
Member 50 59 56 44 75 119 529 NS
Act as an outside MA
Committee Member 15 15 15 48 69 117 000 N8
Act as an outside PHD
Committee Member 28 30 2% 39 61 100 000 NS
TABLE 3.3.4
8UPERVISE PHD BTUDENTS, PEMALE AND MALE FACULTY WITH PHD's BY RANK,
IN DEPARTMENTS WITH GRADUATE PROGRAMS ONLY, 1987/88
PERCENTAGES NUMBER OF FACULTY
Female Male Total Pemale Male Total COHI- 816G,
50,

Total 39 58 51 36 62 98 2.628 NS

Professor 83 76 78 12 33 45 018 NS

Associate Professor 18 15 36 11 20 31 1.212 NS

Assistant Professor/

Lecturer 17 22 19 13 9 22 000 XS
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3.4 Perceptions of Faculty Integration

As noted in Section 1, this study was preceded by a pilot study
in the spring of 1986, in which questionnaires were gsent to a
stratified random sample of the social science faculty. This
questionnaire contained 20 items designed to assess faculty
perceptions of their work environment at McMaster. The study
found some differences between men and women. Many of the items
in the pilot study were included in the guestionnaire used here.
The 1988 version of the gquestionnaire was expanded to include 57
statements. These were rated on a S5-point scale (l=strongly
disagree; b5=strongly agree}, with an additional response
alternative to indicate "don't know" or "not applicable”. This
section of the questionnaire contained 8 items related to the
work environment of the department; 5 items about the faculty; 7
items about the university; 5 items about the faculty
association; 1 item about colleagues; and 22 items about the work

environment in general.

In formulating this section of the guestionnaire, the Committee
reasoned that people's perceptions are based on their employment
histories and the experiences of their reference group. If male-
female differences are found in the opinions of faculty members
on their work environment, these may indicate differences in the
integration of male and female faculty at McMaster. While no

significant differences by sex were found for many of the opinion
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items, a number of items did show significant male-female

differences.

3.4.]1 At The Departmental Level

The analysis presented here focuses on the percentage of female
and male faculty who agreed with each statement as it relates to
their Department. Sixty-seven percent of faculty endorsed the
item, "In general I feel supported by my chair"; 57% felt that
"the merit increases generally awarded to me are fair and
equitable"; 65% agreed that they had the "opportunity to serve on
the types of departmental committees" of interest to them; and
70% felt that their "voice is heard in Department and Committee
meetings"”. No significant differences by sex were found for

these items (Table 3.4.1).

In 4 of the 8 items included in this section, females and males
significantly differed in the extent of their endorsement.
Females were less likely than males to agree to the
statements,”"I have been a member of important decision-making
committees in the Department” (47%,67%), ™I am generally
satisfied with the hiring decisions made by my Department"
(45%,67%) and "I am as likely to be invited to dine with guest
speakers as my colleagues"” (45%,71%). Female faculty were more
likely to agree with the statement, "I tend to be assigned tasks

dealing with undergraduates rather than graduates" (39%,19%).
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These male-female differences were not due to differences in rank

between the seXes, but were found within each rank.

3.4,2 At the Fasulty Level

Five items were included to measure the respondents’ rerceptions
of Faculty-level work environments. Less than one-half endorsed
statements which positively described their work environment at
the Faculty level (Table 3.4.2)., of these, 2 showed significant
differences by sex and two approached statistical significance.
Overall, 40% of faculty agreed that, "I have been 2z member of
important decision—making committees in the Faculty” (although
women were less inclined to agree with this statement than men)
and 42% felt their "voice is heard in Faculty level committee
meetings'". Female faculty were lesgs likely than male faculty to
agree to the statements "7 know the Dean fairly well"” (37%,52%);
"I feel supported by my Dean" (38%,58%); and "I have had the
opportunity to serve on the types of Faculty level committees
that I am interested ip" (37%, 56%). Again, these differences
were not due to differences in the ranks of female and male
faculty, since an analysis of respondents' perceptions within
each rank also showed sex differences in Perceptions of Faculty-

level work environments .
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TABLE 3.4.1
PERCEPTIONS OF FEMALE AND MALE FAGULTY op THEIR WORK ENVIRONMENT IN THE DEPARTMENT

PERCENTAGE AGREE NUMBER OF FACULTY

Females Males Total Females Maleg Total  cHr-gp 51a,

At the Department Level

In general 1 fee] supported
by my Chair 61 73 67 97 93 190 2,107 NS

The merit increages generally
awarded to me are fajr and
equitable 57 57 57 91 93 isg 000 HE]

In 1987-88 I had the opportunity

to serve on the types of

departmental committees that

I vas interested jip 60 70 65 79 82 161 1.355 NS

I have been 3 member of important
decision making committees ip
the Department 47 67 57 93 1] 183 6.217 <.01

I feel my voice is heard in
Department and Commi ttee
meetings of the Department 65 75 70 94 95 189 1,131 NS

I am generally satisfied with the
hiring decisiong made by my Dept, 45 67 56 93 94 187 8.207 .01

I tend to ba assigned tasks
dealing with undergraduates rather
than graduates 39 19 28 83 86 169 7.314 <.01

I amas likely to be invited to

dine with guest speakers as
my colleagues 45 n 58 9 93 189 12.208 <.01

51



TABLE 3.4.2

PERCEPTIONS OF FEMALE AND MALE FACULTY OF THEIR WORK ENVIRONMENT IN THE FACULTY

PERCENTAGE AGREE

Females

Males

Total

Females

NUMBER OF FACULTY

Males

Total

CHI-8Q

816G,

At the Faculty Level

I know the Dean fairly well
I feel supported by my Dean

I have had the opportmity to
serve on the types of Faculty
level committees that I am
interested in

I have been a member of
important decision making
committees in the Faculty

I feel my voice is heard in
Faculty level committee
meetings

31

38

37

32

36

52

58

56

41

48

44

48

47

40

42

52

99

99

84

84

81

99

97

88

88

g9

198

196

172

172

110

3.457

6.594

5.359

3.173

2,231

<.08

<.01

<.08
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3.4.3 At the University Level
The Juestionnaire contained 6 items that attempt to measure the
regpondentsg’ Perceptions of their work environment at the level
of the university, Less +than one-third of the respondentsg
endorsed the statements used to describe their work environmentsg
at the University level] and, for each item, significant
differences by sex were found (Table 3.4.3). For each statement,
women were much less likely than men to agree that:

"I know the President fairly well™ (il%,40%);

"I know the Vice President Academiec fairly well™ (19%,41%);

"I feel Supported by Senior Administrators inecluding Deans™
(22%,38%);

"I have had the opportunity to serve on the University level
committees that I am interested in" (27%,46%);

"I have been gz member of important decision—making
committees at the University level™ (16%,40%);

"I feel my voice is heard in University level] committee
meetings" (18%, 45%) .

These differences in the perceptions of females and males were

found within each rank.



TABLE 3.4.3
PERCEPTIONS OF PEMALE AND MALE FACULTY OF THEIR WORK ENVIRONMENT AT THE UNIVERSITY LEVEL

PERCENTAGE RGREE NUMEER OF FACULTY

Females Males Total Females Males Total CHI-SQ 816,

At the University Level
I know the President fairly well 11 40 26 97 100 197 19.612 <.01

I know the Vice-President
(Academic) fairly well 19 41 30 98 100 198 9,947 <.01

I feel supported by Senior
Administrators including Deans 22 38 30 98 98 196 4.753 <.05

I have had the opportunity to

serve on the University level

comtittees that 1 am

interested in 27 46 37 77 87 164 5.343 <. 05

I have heen a member of important
decision making committees at
the University level 15 40 28 83 85 168 11,167 <.01

I feel my voice is heard in

University level committee
meetings 18 45 32 77 g2 158 12,091 <.01
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3.4.4 About the Faculty Association

Eighteen per cent of the faculty respondents reported that they
participated regularly in the Faculty Association. Twenty one
‘pPer cent have been "asked by active members to express my views"
and 11% feel their "views are influential in the Faculty
Association." Of those responding to the survey, 39% endorsed
the statement "I1f T were in difficulties with my job at McMaster,
I would be confident that the Faculty Association would assigt
me." And 21% reported that "I have been supported by the Faculty
Association when T needed it" (Table 3.4.4), There were no
significant differences by sex in the percentage of faculty who

endorsed these items,

3.4.5 About Colleagues
Eleven items were included to measure faculty members'
perceptions of their colleagues. 0Of these, 4 showed significant

differences by sex. Overall, high pPercentages of faculty agreed

3.4.5). 1In particular:
79% agreed that "My female colleagues are Very supportive";
65% agreed that "My male colleagues are very supportive";
70% agreed that "I have the respect of my male colleagues™;

74% agreed that "My female colleagues take my research
seriously";
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PERCEPTIONS OF FEMALE AND MALE FACULTY ABOUT THE FACULTY ASSOCIATION

TABLE 8.4.4

PERCENTAGE AGREE

Pemales

Males

Total

Females

NUMBER OF FACULTY

Males

Total

CHI-8Q

816,

About the Faculty Association

I participate regularly in
the Faculty Association

I feel my views are influential
in the Paculty Association

I am asked by active members of
the Faculty Association to
express my views

If 1 were in difficulties with
my job at McMaster, I would
be confident that the Faculty
Association would assist me

I have been supported by the
Faculty Bssociation when
I needed it

19

10

25

37

27

16

11

16

42

16

18

11

21

39

21

56

89

70

79

90

45

92

13

80

9

4%

181

143

159

181

9

.089

000

1.474

302

1,067

NS

N5

NS

NS

NS



TABLE 3.4.5

PERCEPTIONS OF FEMALE AND MALE FACULTY ABOUT THEIR COLLEAGUES

PERCENTAGE AGREE

Females

Males

Total

Females

NUMBER OF FACULTY

Males

Total

CHI-SQ

816,

About Your Colleagues

My female colleagues are
very supportive

My male colleagues are
very supportive

I have the respect of my
female colleagues

I have the respect of my
male colleagues

My female colleagues take
my research seriously

My male colleagues take
my research seriously

When I speak up in a meeting
my female colleagues pay
attention to my views

When I speak up in a meeting
my male colleagues pay
attention to my views

I find my female colleagues'
attitudes to men prejudiced
(old fashioned)

I find my male colleagues’
attitudes to women prejudiced
{old fasioned)

My research receives greater
respect from colleagues at
other Universities than from
By colleagues at McMaster

84

6l

88

67

80

54

86

67

13

50

40

72

10

74

4

66

14

10

75

24

45

79

65

82

70

74

65

19

12

16

37

43

57

93

94

93

94

86

86

91

86

9l

93

%

79

99

80

98

74

97

13

97

16

91

96

172

193

173

192

160

183

164

183

167

184

186

2.815

1.369

5.015

671

3.345

7.679

5.155

1.012

2,156

11,561

.262

Ks

NS

<.05

K8

<, 07

.05

NS

K5

<. 01

NS



72% agreed that "When I speak up in a meeting my male
colleagues pay attention to my views™:

10% agreed that "I find my female colleagues attitudes to
men prejudiced (old fashioned)".

43% agreed that "My vresearch receives greater respect from

colleagues at other Universities than from my colleagues at

McMaster”
There were four items in which significant differences in the
percentages of men and women agreeing to each statement were
found. Women were more likely than men to endorse the statements
that, "I have the respect of my female colleagues (88%,74%);
"When I speak up in a meeting my female colleagues pay attention
to my views" (86%,70%);: and "I find my male colleagues' attitudes
to women prejudiced (old fashioned)" (50%,24%). Males were more
likely than females to agree that "My male colleagues take my

research seriously" (80%,66%). Sex differences within ranks were

also observed for each of these items.

3.4.6 Perceptions on the Work Environment in General

General Working Conditions

Sixty-five percent of faculty endorse the item, "I work in an
environment that is supportive to me; 42% "have a network of
colleagues at McMaster who help keep me abreast of events at
McMaster™; and 51% "have a network of colleagues at McMaster who
advise and support me in my career and my academic concerns”™
(Table 3.4.6R). Forty-nine per cent of faculty were "aware of

and could obtain if needed, internal (University, Faculty or

58



Departmental) funding for my research", There were no
significant differences by sex in the Percentages of faculty who

endorsed these items.

Female and maje faculty did, however, differ in their agreement
with a number of items related to general working conditions.
Females were lessg likely than males to "fee] confident about my
future at McMaster™ (48%,69%) and more of them agreed to the
statement that "Men have greater opportunity for career
advancement at this University than women"” (44%,26%). These

differences were also observed within each rank.

Tenure and Promotion

Six items Wwere included that concerned tenure ang Promotion,
Overall, 54% of faculty felt that "The criteria wused for tenure
and promotion recommendations are clearly articulated” and 65%
felt that "My opportunities for Promotion are/have been ag good
as or better than those of my colleagues”". Male and female
faculty dig not differ in the Percentages that endorsed these
statements (Table 3.4,6B). Female faculty were significantly more
likely than the males to agree that "Women are less likely than
men  {of equal accomplishment) ¢o be considered for tenure or
Promotion" (24%,6%); "Women must be more qualified than men to
achieve tenure and/or promotion" (35%,12%);: and "If they go to
appeal, women are less likely to win their appeal On  a negative

tenure or Promotion decision than men" (19%,7%).
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Referring to their own personal situation, fewer women than men
endorsed the statements that, "My opportunities for tenure
are/have been as good as or better than those of my colleagues™
(54%,77%). Again, these differences in the perceptions of males

and females were found within each rank.

Teaching

R high proportion of faculty are "satisfied with the way in
which my teaching load is determined" (70%), report that "My
teaching assignments at the undergraduate level are consistent
with my interests" (83%) and that "I have been given the graduate
teaching assignments that I desire” (80%) (Table 3.4.6C). No
significant differences by sex were found on the items related to

teaching.
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TABLE 3.4.63
GENERAL PERCEPTIONS OF FEMALE AND MALE FACULTY OF THEIR WORK ENVIRONMENT

PERCENTAGE AGREE NUMBER OF FACULTY

Females Males Total Females Males  Total CHI-8Q 81G.

In General

1 feel confident about my
future at McMaster 48 69 59 95 97 193 8.047 <,01

I work in an environwent that
is supportive to me
as an academic 61 69 &5 99 100 199 1.191 NS

My research has the respect
of my colleagues b5 78 72 93 97 190 3,812 05

1 am aware of and could obtain,

if needed, internal {University,

Faculty or Departmental )

funding for my research 48 50 49 95 97 192 060 NS

Men have greater opportunity for
career advancement at this
University than women 44 26 35 99 96 195 6.437 <.01

I have a network of colleagues
at McMaster who help keep me
abreast of events at McMaster 38 46 42 99 97 196 .980 i

I have a network of colleagues

at McMaster who advise and support

me in my career and my

academic concerns 48 54 51 99 85 194 520 N8
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TABLE 3.4,6B
PERCEPTIONS OF FEMALE AND MALE FACULTY OF TENURE AND FROMOTION

PERCENTAGE RGREE NUMBER OF FACULTY

Females Males Total Females Males  Total CHI-SQ 816G,

Tenure and Promotion

My opportunities for tenure

are/have been as good as or

better than those of my

colleagues 54 11 65 %0 86 176 8.697 01

My opportunities for promotion

arefhave been as good as or

better than those of my

colleagues 52 66 59 89 20 179 3.001 NS

Homen are less likely than men

(of equal accomplishments) to be

considered for tenure or

promotion 24 ) 15 96 96 192 10.398 <, 01

The criteria used for tenure and
promotion recommendations are
clearly articulated 52 55 54 98 98 196 .082 NS

If they go to appeal, women are

less likely to win their appeal on

a negative tenure or promotion

decision than men 19 7 13 99 96 195 4,988 <, 05

Women must be more gualified than

men to achieve tenure and/or
promotion 35 12 24 99 96 195 14,142 <.01
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TABLE 3.4.6C

PERCEPTIONS OF FEMALE AND MALE FACULTY OF TEACHING

PERCENTAGE AGREE NUMBER OF FACULTY

Pemales Males 7Total Females Males  Total CHI-8) 8IG.
Teaching
I am satisfied with the way
in which my teaching load
is determined b0 81 70 99 99 198 9.657 s
I have been given the graduate
teaching assignments that I desire 7§ 84 B0 15 88 163 1.206 if:]
My teaching assignments at the
undergraduate level are consistent
with my interests 83 84 83 94 91 185 000 NS
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Salary

Close to sixty per cent of all faculty agree that "I was
originally hired at a fair salary" (56%) and that "My salary is
appropriate for my rank, years of exXperience and
accomplishments" (60%) (Table 3.4.6D). No differences by sex were
found for these items. Less than thirty percent of all faculty,
however, endorsed the statement that "Merit increases are awarded
equitably in my department", and female faculty were
significantly less likely to agree to this statement than were

male faculty (21%,37%).

Decision-Making

Three items were included in the attitudinal section of the
questionnaire to measure faculty's bperceptions of decision-
making, and significant differences in the rercentages of maleg
and females who agreed with each statement were found for each.
Females were lessg likely than males to endorse the statements,
"My point of view is given at least equal consideration to that
of my colleagues concerning important decisions™ (50%, 66%) ;
"Discretionary funds (e.g. for travel, equipment, etc) are at
least asg readily available to me as to my colleagues (66%,84%);
and "I would have as equal an opportunity as my colleagues to
acguire an administrative role in the University if degired"
(40%,61%) {Table 3.4.6E). These differences in fhe perceptions

of males and females were found within each rank.
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TABLE 3.4.6D
PERCEFTIONS OF FEMALE AND MALE FACULTY OF BALARY

PERCENTAGES NUMBER OF FACULTY

Females Males Total Females Males  Total CHI-8Q 81G.

Salary

I was originally hired
at a fair salary 49 63 56 100 99 199 3,213 NS

My salary is appropriate for
my rank, years of experience,
and accomplishments 57 62 60 100 100 200 . 332 NS

Merit increases are awarded
equitably in my Department 21 37 29 97 a5 192 5,412 <.05
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TABLE 3.4,6E

PERCEPTIONS OF FEMALE AND MALE FACULTY OF DECISION-MAKING

PERCENTAGE AGREE

Females

Males

NUMEER OF FACULTY

Total Females Males Total CHI-80

SIG.,

De¢ision-Making

My point of view is given at least

equal consideration to that of my

colleagues concerning important

decisions 50 66

Discretionary funds (e.g., for

travel, equipment, etc.) are at

least as readily available to me

as to my colleagues 66 84

I would have as equal an

opportunity as my colleagues to

acquire an administrative role

in the University if desired 40 61

58 97 99 196 4.607

75 99 97 196

7,301

51 96 98 194 8.241

66

05

<.01



3,5 BSocial Contacts

The last measure of integration in this report relates to the
social and recreational activities of McMaster University. 1It is
assumed here that those faculty who make use of the facilities
and/or have social contacts with administrators and colleagues,
including social contacts with colleagues of the opposite sex,
may be considered to be more fully integrated into the

University.

3.5.1 Access to the Administrator

The vast majority of faculty were of the opinion that they had
easy access to the Chair of their Department (90%) and 68% had
easy access to their Dean (Table 3.5.18). Many fewer faculty
felt they had easy access to the Vice President (Academic) (40%),
and males were more likely to have easy access than females (51%,

28%).

3.5.2 Use of McMaster Facilities

Sixty-two per cent of respondents reported that they attended
cultural activities on a regular basis at McMaster (Table
3.5.23). Significantly more male than female faculty made
regular use of the athletic facilities (44%; 29%). ©Nearly one-
half of the faculty reported that they were 2a member of the

Faculty Club and visited the Club fairly often (Table 3.5.2B).
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ACCESS TO THE CHAIR, DEAN, ACADEMIC VIC

TABLE 3.5.1a

FEMALE AND MALE FACULTY

E-PRESIDENT,

PERCENTAQGES
CHI- SIG.
Female Male Total sQ0.
Do _vyou feel vou have
easy_access to the:
Chair
Yes 86 94 20 2.171 NS
No 17 6 10
Total % 100 100 100
Total N 96 97 193
Dean
Yes 62 74 68 2.675 NS
No 38 25 32
Total % 100 100 100
Total N 94 99 138
Vice-President
Acadenic
Yes 28 51 40 8.640 <.01
No 72 50 60
Total % 100 100 100
Total N 86 93 179
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TABLE 3,.5.2A
USE OF McMASTER FACILITIES, FEMALE AND MALE FACULTY

PERCENTAGES
CHI- SIG.
Female Male Total 50.
Attend cultural activities
Fairly often/
occasionally 59 65 62 .563 NS
Rarely/never 41 35 38
Total % 100 100 100
Total N 98 101 199
Use of athletic
facilities
Fairly often/
occasionally 29 44 36 4.125 <.05
Rarely/never 71 56 64
Total % 100 100 100
Total N 98 101 199
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TABLE 3.5.2B

USE OF THE FACULTY CLUB BY
FEMALE AND MALE FACULTY

PERCENTAGES
CHI- SIG.
Female Male Total 5Q.
Member of the
Faculty Ciub
Yes 46 51 48 . 327 NS
No 54 49 52
Total % 100 100 100
Total N 99 101 200
How often visit the
Faculty Club
Fairly often 43 45 44 022 NS
Occasionally 57 55 56
Total % 100 100 100
Total H 91 91 182
Feel comfortable at
the Faculty club
Yes 82 87 85 . 603 NS
No 18 13 15
Total % 100 100 100
Total N 94 93 187

70



3.5.3 Socializing Outside Normal Working Hours

Over two-thirds of faculty socialized with their colleagues
outside working hours (71%) (Table 3.5.3). A much smaller
pPercentage socialized with their Chair (29%) or their Dean (14%).
Males were more likely to socialize with the Chair outside normal

working hours than females (38%, 20%),

3.5.4 Informal Contacts with Colleagues of the Opposite Sex

The data indicate that, while faculty are more likely to have
informal contacts with members of the same sex, there is also a
high degree of informal contact with colleagues of the opposite
sex. 'The vast majority of faculty (88%) feel free to invite
colleagues of the opposite sex to join them to eat or have
coffee. Sixty-six per cent have often or occasional informal
contacts (e.g., lunch, coffee) with members of the opposite sex.
Very few male or female faculty participate in competitive team

sports with members of the opposite sex (5%) (Table 3.5.4).
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TABLE 3.5.3
SOCIALIZING OUTSIDE NORMAL WORKING HOURS

PERCENTAGES
CHI- SI1G.
Female Male Total SQ.
Socialize with:
Colleagues
Yes 72 69 71 .110 NS
No/Rarely 28 31 29
Total % 100 100 100
Total N 98 101 1939
Chair of your Department
Yes 20 38 29 7.034 <.01
No/Rarely 80 62 71
Total % 100 100 100
Total N 96 94 190
Administrators
Yes 10 17 14 1.407 NS
No/Rarely 920 83 96
Total % 100 100 100
Total N 98 100 198
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TABLE 3.5.4

INFORMAL CONTACTS WITH COLLEAGUES OF THE OPPOSITE SEX

PERCENTAGES
CHI- SIG.
Female Mals Total 5Q.
Informal contact (coffea/
lunch) with colleagues
of the opposite sex
Yes 70 61 66 1.189 NS
Rarely/Never 30 39 34
Total % 100 100 100
Total N 96 101 197
Feel free to invite
Colleagues of the opposite
sex to join you to eat or
have coffee
Yes 84 92 88 1.91¢ NS
No 16 8 12
Total % 100 100 100
Total N 96 o8 194
Participate in com etitive
team sports with members
of the opposite sex
Yes 2 7 5 1.738 NS
No 98 93 95
Total % 100 160 100
Total N 98 101 199
Percentage of informal c¢ontacts
coffee/lunch) which are with
members of the opposite sex
Less than 50% 46 67 56 6.781 <.01
More than 50% 54 33 44
Total % 100 100 100
Total N 85 82 167
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3.6 BSexual Harassment

Sexual harassment is defined by the Committee on the Status of
Women, Council of Ontario Universities (1988) as "any sexually
related act, practice, comment or suggestion that interferes with
an employee's job or job performance or threatens his or her
economic livelihood". Faculty were given this definition and
asked if "within the academic year, 1987-88, did you experience
sexual harassment by a colleague, administrator or student?”
Faculty were not asked if the sexual harassment they received was
from a member of the same or opposite sex. Four per cent of the
faculty surveyed reported such sexual harassment (Table 3.6.1).
As well, faculty were asked "Within the academic year 1587-88,
were inappropriate remarks about your appearance and/or clothing
made by colleagues of the opposite sex?" More women than men

reported the occurrence of inappropriate remarks (28%, 13%).
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TABLE 3,6.1

SEXUAL HARASSMENT, FEMALE AND MALE FACULTY

PERCENTAGES
CHI- 81G.
Female Male Total 5Q.
Within the academic year
1987-88, were inappropriate
remarks about vour appearance
and/or c¢lothing made b
colleagues of the opposite
sSex?
Yes 28 13 21 6.022 <.01
No 72 87 79
Total % 100 100 100
Total N 95 99 194
Within the academic year
1987-88, did vou experience
sexual harassment by a
colleague, administrator
or student?
Yes 5 3 4 152 NS
No 25 97 %6
Total % 100 100 100
Total N 100 102 202
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3,7 Factors Affecting Progress at McMaster

Thirty~-five per cent of female faculty and 2% of male faculty who
participated in this study felt that their sex impedes their
progress at McMaster. A few of the quotes below show how some
female faculty explain this perception.
I feel no opportunity to discuss my work with colleagues;
because I am female my work is considered unimportant and I

feel I am not being given any support.

It [one's sex] acts as a barrier to informal contact and
integration into the higher levels of administration.

[The wuniversity] will not offer Dean, V.P. jobs to women
academics.

Women are not taken seriously and are usually assigned
"motherhood" roles, i.e., undergraduate advising and
counselling.

No access to real decision making process or positions.
Positions of leadership denied (overtly).

A lot of my time is wasted by requests to do things that
somehow are felt likely to be better done by a women, i.e.,

Orientation Day, Student Activities, counselling (less
threatening).
Not at the Department level. I don't feel women are given

serious consideration for administrative positions within
the Faculty.

Women aren't taken seriously - the old boy network
operates,

Mainly because there are so few women faculty members.
Women's views have to be represented on many committees by a
handful of over-worked individuals. Also, this university
has no women's studies nor respect for that discipline. [As
of July 1989, the university has a Women's Studies Program. ]

The views of many members of the administration are still

very conservative regarding females. They have difficulty
with females as faculty members as opposed to secretaries.
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Because men dominate my department +the most influential
decisions and administrative positions are held by men and
women have little input into the department.

Forty per cent of female faculty and 11% of male faculty also

felt that other aspects of their personal situwations, other than

Sex,

affected their participation at McMaster (Table 3.7.1).

Here are a few illustrative quotes stating the nature of these

factors:

S8ingle parenthood severely restricts how one can compete
with workaholics.

My political actions cause some of my colleagues to
stereotype me, particularly those who are not in regular
contact with me.

Ethnicity and nationality affect my progress at McMaster.

TABLE 3.7.1
FACTORS AFFECTING PROGRESS AT McMASTER

PERCENTAGES
CHI- S5IG.
Female Male Total 8Q.
Do_you feel that your SeX impedes your progress
at McMaster?
Yes 35 2 19 34.394 <.01
No 65 98 81
Total % 100 100 100
Total N 99 100 199
Do you feel that any other aspects of your
ersonal situation, other than sex, affects
¥Your participation or pProgress at McMaster?
Yes 40 11 26 20.322 <.01
No 60 89 74
Total % 100 100 100
Total N 99 100 199
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4.0 DISCUSSION AND RECOMMENDATIONS

Introduction

This survey is divided into two parts:

I) information on the structural integration of women faculty,
compared to a control group of male faculty, inteo McMaster
University in 1987-88, and

I1} attitudes of female and male faculty to their integration

into MocMaster's affairs,

The findings for the study indicate that female faculty appear to
be fairly well integrated inte the structure of the university.
Female and male faculty didq, however, differ in integration at
the administrative level, in graduate advising, in teaching
summer and evening courses, and in their berceptions of a number
of important factors related to their work environment. There
were also suggested differences in graduate teaching and chairing

hiring and tenure committees,

The discussion below first considers structural integration (Part

I), and then turns to the attitude questions (Part 1I).
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4.1 Part I: BStructural Integration

a) _Graduate Studies

Male faculty were more likely to be advising and Supervising
graduate students than female faculty. This difference was
greatest for male and female associate professors. While this
difference might reflect the longer length of service of male
than female faculty, the data do suggest an area in which female
integration may be improved. It may also be the c¢ase that males
have greater social "credibility" than females, even given

equivalent qualifications. Therefore:

RECOMMENDATION 1:

Chairs and Directors of Departments and Schools, and/or the
Chairs of their Graduate Committees, should monitor the
extent to which female Full, and especially Associate
Profegsors, are given graduate teaching and supervisory
duties commensurate with their gqualifications. A special
effort should be made to inform graduate students seeking
teachers and advisors of the interests of relevant female

members of faculty.

Males tended also to be asked more often by the Graduate Deans to
be outside examiners or Chairs of PHD defenses than females.
While this may reflect the particular related or relevant

interests of male faculty (e.g. members of the Mathematics
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Department may be asked to sit on Engineering defenses) it might
also reflect informal social "networking" among male faculty.
While the position of Chair of a Doctoral Defense may appear to
be an honorific Position, it is an important job which, moreover,
brings visibility to professors outside their own particular

schools or faculties.

RECOMMENDATION 2:

The School of Graduate Studies should make an effort to
give women faculty members of appropriate rank or
qualifications the opportunity to chaipr doctoral defenses,

and to sit on doctoral committees as external examiners

where appropriate,

b) Teaching

The data indicate that in 1987-88, women were more likely than
men to have been required to teach evening or summer courses (p.
40). If this is a pattern and if it continues in the future, the

perceived discrepancy may impede the job satisfaction of women

faculty.
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RECOMMENDATION 3:

Deans and Directors should assure that required summer and
night teaching bpe allocated equitably by sSex, among thosge
faculty members whose contractg rermit such requirements.
Further, all faculty members should be annually assured of
their contractual rights to one month's continuous vacation

and two months free of all other duties for research,

¢) Senior Bdministration

Women faculty members were less likely than males to have ever
held administrative positions, and women were less likely than
men to feel that they had ever been seriously considered for
such positions. These positionsg are generally filled at McMaster
by nomination. Moreover, Procedures for selecting senior
administrators are not clearly explained, and appear to consist
of informal discussion of pPossible candidates by members of
Sselection committees who are appointed by Senate or by their
Deans or Chairs, Research data on systemic discrimination
suggests that women and other minorities are more likely to be
excluded from consideration when such relatively informal
brocessges of appointment are used. A more open and formal set of
pProcedures would improve women's likelihood of appointment to

senior administrative positions.
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RECOMMENDATION 4:

Procedures should be ingtituted whereby all senior
administrative positions are advertised and candidates are
encouraged to apply for these positions, All faculty
members under consideration for Senior pogitions should be
advised of such consideration and invited to submit their
curricula vitae. The search committee will not esxclude any
candidate from consideration before studying his or her
curriculum vitae. Such procedures need not preclude

nominations as well,

The data indicated that in 1987-88, male faculty were two to
three times more likely than female to chair Departmental Tenure

and Promotion and Hiring committees (p. 35).8

RECOMMENDATION 5:

Particular attention should be paid to ensuring that female
faculty members with equivalent qualifications have egqual
opportunity to chair Departmental Tenure and Promotion and

Hiring Committees.

Because of the small number of faculty who chaired these
committees, the percentage differences were not statistically
significant.
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4.2 Part II: Attitude Survey

The results of this section of the report suggest that women
faculty at McMaster - even after controlling for rank - perceive
themselves not to be fully equal participants in the University's
affairs. Their perceptions do not fully accord with the data on
structural integration for 1987-88. The explanation for the
difference may be attributed toe the fact that people's
perceptions are based on their employment histories and the
experiences of their reference group, while the data on
structural integration are based only on a single academic year

prior to this study, namely 1987-88 at McMaster.

Perceptions affect decision-making. For instance, women who
believe that it is more difficult for them than for men to be
tenured or promoted, may delay their applications for both {p.
62). If women are less confident about their futures at McMaster
than men (44 per cent of the women who responded felt that men
had greater opportunities for career advancement at McMaster than
women [p. 61]), they may be more likely to seek appointments
elsewhere; and if thereby McMaster loses fine women scholars, its
own reputation will suffer, as will its capacity to fulfil its
staffing needs in light of the expected faculty shortages of the
mid-1990s. Women scholars outside McMaster might be reluctant to
apply to the university for jobs if its general reputation is

that it does not encourage women faculty.
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RECOMMENDATION 6:

All Chairs of Departments, Directors of Schools, and Deans
of Faculties who do not already do so should adopt a pto-
active stance with regard to the promotion and tenure of all
faculty, reviewing their records annually and ensuring that
candidates for tenure and promotion are identified and
hominated, rather than walting for faculty members to put

themselves forward.

RECOMMENDATION 7:

Chairs and Directors of Departments should have regular
meetings with all faculty members to discuss their progress.
Senior members of Departments and Schools should alse make
themselves available to discuss such matters with their
Junior colleagues. It should pe recognized that advice on
such matters as how to obtain grants, where to submit papers
for publication, etec., ean assigt junior faculty in theip

career progress and should, therefore, be freely offered.

Women members of faculty were less likely than men to agree that
merit increments were awarded equitably in their department. To
rectify this problem and in accordance with the 1989 Agreement
between the University and the Faculty Association, we recommend

that:
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RECOMMENDATION 84:
Chairs and Directors of Departments and Scheols should
ensure that all members of faculty are apprised annually of

the criteria to be ugsed in awarding merit increments,

RECOMMENDATION 8B:
The distribution of merit awards should be publicized with a

breakdown based on demographic characteristiocs, faculty, and

rank,

Women faculty were less likely than men to agree that they had
had the chance to serve on the Faculty or University Committees
that interested them, or on important decision-making committees
at any level. Women were less likely than men (p. 52) to agree
that they knew the Deans well or were supported by their Deans,
or that they knew the President and Vice-President well (p. 54).
Very few women thought that their voice was heard in University

level committee meetings.

RECOMMENDATION 9:

Many Faculty and University level committees - e.g. the
Research Board Committees or the Ethics Committee - are
filled by nomination or appointment by Deans or Chairs,
Lists of positions that are available should be circulated

to faculty, who should be encouraged to inform the relevant
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officials of any positioens in which they might be

interested.

RECOMMENDATION 10:

Nominating committeeg for such positions as Paculty
Promotion and Tenure Committees and Senate should be advised
of the 1976 Board-Senate regulations requesting nominstien
of at least one woman candidate for all positions,
Moreover, when several positions are to be filled
simultaneously, two or more woiten faculty members should be

nominated.

RECOMMENDATION 11:

Senior members of the university should be apprised via the
proposed Workshop (see recommendation 13 below) as well as
by other means, of the academic literature on the gender
dynamics of small ¢groups, and should make an effort to
ensure that women's opinions are not disregarded or

attributed to male members of the group.

A small matter concerning female integration into the University
is women's lesser likelihood to be invited to join academic
guests for informal social activities. Not only does such lesser
likelihood send a negative signal of&acceptance to female faculty
members, but it also deprives them of important chances to make

informal academic contacts outside McMaster.
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RECOMMENDATION 12:
That relevant officialg make an effort te ensure that women
faculty are included in informal contact with academic and

other visitors to the University.

The Status of Women Committee discussed the report and concluded
that a first step toward resolving the issues identified would be
to have a workshop with Faculty and past and incumbent senior
Administrators to devise mechanisms to implement the

recommendations of this report,

RECOMMENDATION 13:

Incumbent and immediate past senior academic administrators
(the President, Vice-Presidents, Deans) and Chairs and
Directors should attend the PFall 1989 Workshop to be
presented by the Faculty Association and members of itg
Statugs of Women Committee, to discuss this report and
identify further means to engsure that women are fully

integrated into McMaster University.

Four per c¢ent of faculty (5% women 3% men) reported having
experienced sexual harassment either by a colleague, an
administrator, or a student. In this study, a very restrictive
definition of sexual harassment was used {(cou definition): any
sexually related act, practice, comment, or suggestion that

interferes with an employee's job performance or threatens his or
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her economic livelihood. Twenty-eight per cent of women (as well
as 13% of men) thought that inappropriate remarks about their
clothing had been made by members of the opposite sex. Since

five per cent of women faculty report experiencing gsexual

harassment in one academic _year and 28% report inappropriate
remarks about their ¢lothing, this suggests a very high rate of
rerceived sexual harassment over +their lifetime careers.
McMaster University has no women's rights officer (its employment
equity officer has 3 very narrow mandate) or central office to
deal specifically with sexual harassment issues, Many other

Ontario Universities do have such officials,

RECOMMENDATION 14:

McMaster University should hire or appoint an official who
would be responsible for dealing with all cases of alleged
Sexual harassment, whether against faculty, staff, or

students,

4.3 A Note With Regard teo Visible Minorities

In the section on demographic variables, twenty-three per cent of

male faculty members, but only eight per cent of female,

identified themselves as members of visible minorities,
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RECOMMENDATION 15;

McMaster University should make a particular effort, in
monitoring employment equity concerns in hiring faculty, to
ensure that female candidates from visible minority groups

are not at any disadvantage.

4.4 In Conclusion

Research reports do not always result in changes in rpolicy or
procedures, often because no established mechanism may bhe

available to ensure that the suggested recommendations are

translated into action.
RECOMMENDATION 16:

McMaster University should develop a task forece to implement

the rFecommendationg contained in this report,
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APPENDIX A



Questionnaire ID

e ———

SURVEY OF FACULTY AT McMASTER

Conducted by Social Data Research Limired
for
The Status of Women Committee

McMaster University Faculty Association



SURVEY OF FACULTY AT McMASTER

Line #1
SECTION 1: TEACHING EXPERIENCE
(PLEASE CIRCLE THE NUMBER TO THE RIGHT OF THE PRE-CODED
ANSWERS OR WRITE IN YOUR RESPONSE TN THE SPACE PROVIDED)
1. For how many years have you taught at any university?
full-time
part-time
2. For how many years have you ftaught at McMagter?
full-time
Part-time
3. What 1s your highest degree?
Ph.D,. 1
MD 2
Other (please specify) 3
(a) In what year did you receive your highegt degree?
19
4, Are you tenured?
yes i
no 2
(IF TENURED):
(a) In what year did you receive tenure? 19
(IF NOT TENURED):
(b) What type of appointment do you have?
contractually limited 1
term (i.e., tenure-strean appointment 2
other (please specify) 3
NA {(notr applicable) 9
5. What is your rank? Full Professor 1
Associate Professor 2
Assistant Professor 3
Lecturer 4
Other (please specify) 5

1 Col. 26



6. In what year were you appointed to:

Full Professor 19

Associate Professor 19 —— T
Assistant Professgor 19 T T
Lecturer 19 — T

Other 19 T T

SECTION 2: PROFESSIONAL PARTICIPATION
(PLEASE CIRCLE THE APPROPRIATE NUMBER )

7. Were you on research or other leave in the academic year 1987-887

ves 1
no 2
8. Were you on the following departmental or Program committees in
=t taenial —
the academic Yyear 1987-887
yes, a not a not applic./
member member no committee

(a) Tenure Committee or the Tenure and

Promotions Committee 1 2 9
{(b) Hiring/Selection Comnittee 1 2 9
(e¢) Graduate or Graduate Education Committee 1 2 9
(d) Undergraduate or Undergraduate Education

Committee 1 2 9
(e) Other Departmental or’ Program Committee or

Office (e.g., Library Representative,

Visiting Speakers Co—ordinator, Post-

Professional Education)

(PLEASE SPECIFY)

1 2 9
1 2 9
(IF NOT A MEMBER OF A COMMITTEE GO TO QUESTION 11)
2 Col.

47



9. (IF A MEMBER OF A COMMITTEE)
9. Did you chair 10. List the number
this committee? of female and
male members

yes no female  male
(a) Tenure Committee or the Tenure
and Promotions Committee i 2
(b) Hiring/Selection Committee 1 2
(¢) Graduate or Graduate Education
Committee 1 2
(d) Undergraduate or Undergraduate
Education Committee 1 2
(e) Other Departmental or Program
Committee or Office (e.g., Library
Representative, Visiting Speakers
Co-ordinator, Post—Professional
Education)
(PLEASE SPECIFY)
1 2
1 2

Line #2
11. In your department or program are the following committees elected,
appointed or did you volunteer?

(INDICATE NA (NOT APPLICABLE) IF COMMITTEE DID NOT EXIST)

elect. appoint. volun. DK NA
(a) Tenure Committee or the Tenure and Promotions

Committee 1 2 3 7 9
(b) Hiring/Selection Committee 1 2 3 7 9
(c) Graduate or Graduate Education Committee 1 2 3 7 9
(d) Undergraduate or Undergraduate Education Committee 1 2 3 7 9

(e) Other Departmental or Program Committee or Office
{e.g., Library Representative, Visiting Speakers
Co—ordinator, Post-Professional Education)

(PLEASE SPECIFY)

Col. 16



12. In 1987-88, were you a member of 4 faculty

level committee?

(IF NO, GO TO QUESTION 17)

13. (IF 4 MEMBER OF A FACULTY LEVEL COMMITTEE )

List the committee membership in your

in the academic year 1987-88.

14.

(SPECIFY COMMITTEE)
(a)
(b)
(e)

(SPECIFY COMMITTEE )
(a)

(b)
(c)

faculty which you held

yes

no 2

Was this position elected, appointed,
or did you volunteer?

elect. appoint.
1 2
1 2
1 2

15. Did you

chair thig
committee?

yYes no NA
1 2 9

volun. NA
3 9
3 9
3 9

16. List the
mumber of
female and
male memhers

female male

Col.

—
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17.

18.

(a)
(b)
(c)

(a)

In the academic year 1987-88, were you a
level committee (e.g., Senate)?

nember of university

Yes

no
(IF N0, GO TO QUESTION 22 )

" (IF A MEMBER OF A UNIVERSITY LEVEL COMMITTEE)

List the committee membership at the Universit
(e.g., Senate) which You held in the academic year 1987-g8.

19. Was thig position electe
or did you volunteer?

(SPECIFY COMMITTEE )

elect. volu

appoint.

1 2 3
1 2 3

1 2 3
20. Diq you 21.
chalr thig
committea?
{SPECIFY COMMITTEE) ¥yes no NA
1 2 9
1 2 9
1 2 9
+ In your academie career, have you ever held any of the following
administrative pPositions ip your department/school/program?
(a) chair yes
o
(b) associate chair yes
no
(c) director of a school/progran yes
no
(d) other administrative (PLEASE SPECIFY)
yes
e S no

d, appointed,

n. NA

9

9

9
List the
tumber of

female and
male memhers

female male

D

Col.
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23.

24,

25.

26.

In your academic career, have you ever held any of the following
positions?

(a) associate dean yes
no

(b) dean ves
no

(¢) other administrative
(PLEASE SPECIFY) yes

0o

In the 1987-88 academic year, did you hold a joint or associate
appointment to another academie department, school, or program?

Jjoint appointment
assoclate appointment
no

In the 1987-88 academic year, did ¥you serve as a teacher or hold
a defined administrative role in a special program (e.g.,
interdisciplinary pProgram)?

Please specify ves
no

In the 1987-88 academic year, did you give any scholarly talks to:

(a) Members of your department, school or program? ) yves
no

(IF YES): How many?

(b) Members of your Faculty? yes
no

(IF YES): How many?
(c) Other within the university? yes

no
(IF YES PLEASE SPECIFY)

Line #3

[

[

W N

(IF YES): How many?

—t

Col.
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27. 1In the 1987-88 academic year, on average, how many hours per week
did you teach or advise students including:

(INCLUDE CLASSROOM INSTRUCTION, SEMINARS, TUTORIALS, LABRS, ETC.)
27. This involved how 28. This involved

many hours per week? how many studentg?
(AVERAGE OVER TEACHING TERMS)

(a) teach under-graduates hrs #
(b) teach graduates hrs #
(e) teach MD students hrs #
(d) act as a MA, MSc, or Ph.D.
graduate student advisor hrs #
(e) act as a student advisor hrs #
(f) act as g tutorial, seminar leader hrs #
(g) act as a research intern advisor hrs #
(h) act as a laboratory supervisor hrs #
(1) other (please Specify)
hrs #
Line #4
29. Does your department have g:
yes no
master's program 1 2
doctoral program 1 2
30. In the 1987-88 academic year, for how many graduate students did you:
(SPECIFY NUMBER)
act as a MA or act as a committee act as an outside
Ph.D. supervisor member committee member
masters
doctoral -

31. In the 1987-88 academic year, how many times were you asked to
be an examiner or a chair of a Ph.D. defense at McMaster for
which you had not heen previously involved?

(SPECIFY NUMBER)

7 Col. 27



32.

3.

34,

In your department, are you familiar with:

(a)

(b)

(e)
(d)
(e)
(£)
(8)
(h)

How
for

(a)
(b)
(c)

very somewhat not
familiar familiar familiar
the procedures used to conduct yearly
faculty evaluations for merit salary increases 1 2 3

the criteria used for faculty evaluations

for merit salary increaseasg 1 2 3
the procedures used to make promotion decisions 1 2 3
the criteria used to make promotion decisions 1 2 3
the procedures used to make hiring decisions 1 2 3
the criteria used to make hiring decisions 1 2 3
the procedures used to make tenure decisions 1 2 3
the criteria used to make tenure decisions 1 2 3
would you rate the following with respect to their importance

tenure decisiong?

very important not irrelevant
important important
publications 1 2 3 4
teaching 1 2 3 4
administrative dutieg 1 2 3 4

In the 1987-88 academic year, did you apply for any McMaster
University research funds?

(a)

(b)

yes 1
no 2
(IF YES):
Was an award made? yes 1
no 2
(IF YES):
What percentage of the proposed budget was awarded?
(INDICATE PER CENT) %

8 Col.
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35.

36.

- 38.

39.

In the 1987-88 academic year, were you engaged in any collaborative

research with other members of McMaster Faculty?
’ ves
no
(a) (IF YES): Were any of your co-investigators members of
the opposite gex?
yes
no

Is there a senior member of your department who:

37. (IF YES):
person of the sanme

Is the

of opposite sex?

yes o
same
sex

(a) provides advice on academic matters 1 2 1
(b) co-authors papers with you 1 2 1
(¢} involves you in research projects 1 2 1
(d) advises you on criteria for

promotion and tenure 1 2 i
(e) provides information on research

monies availahbhle 1 2 1
(f) other (PLEASE SPECIFY)

1 2 1

In the academic year 1987-88, how often did the Chair consult
you informally on important decisions that were to be made?

often
occasionally
rarely

never

In the academic year 1987-88, how often did the Dean consult
you informally on important decisions that were to be made?

often
occasionally
rarely

never

opposite
sex

2

2

—

—
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40.

41.

42,

43.

In the academic year 1987-88, how familiar were you with
your department'sg budget?
very familiap
familiar
somewhat familjay
not familiar

In the academie year 1987-88, how often were you
consulted on your department's budget?

often
occasionally
rarely
never
Does the Chair of your Department direct your attention
to conferences or grants that may he of interest to you?
conferences
grants

In the academic year 1987-88, were Summer or evening courses
Ltaught in your department ?
yes

no
(IF NO, GO TO QUESTION 44)

(a) How were these summer and evening teaching assignments

by the chair
by a department member
by volunteers
other (specify)

don't know

(b) Were you required to teach Sumier or evening course?

yes
no
(c) Were you offered the Opportunity to teach summer or
evening courses for extra renumeration?
yes
no

10

Yes

no

NN

LSRN FUN N

LN

e wN =

—
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SECTION 3: OPINIONS

44,

(a)
(b)

(c)

(d)

(e)

(£)

()

(h)

(a)

(b)

(e)

(d)

(e)

The following is a set of questions which deal with your relationships with
colleagues, administrators, and the university at large. Please indicate if
you strongly disagree (SD), disagree (D), are neutral (N), agree (4), or

strongly agree (SA) with each statement.

AT THE DEPARTMENT LEVEL
%
In general I feel supported by my Chair

The merit increases generally awarded to me
are fair & equitable

In 1987-88 I had the opportunity to serve
on the types of departmental commitrees
that I was interested in

I have been a member of important decision
making committees in the Department

I feel my voice is heard in Department and
Committee meetings of the Department

I am generally satisfied with the hiring
decisions made by my Department

I tend to he assigned tasks dealing with
uandergraduates rather than graduates

I am as likely to he ionvited to dine with
guest speakers as my colleagues

AT THE FACULTY LEVEL

I know the Dean fairly well

I feel supported by my Dean

I have had the opportunity to serve on the
types of Faculty level committees that I am

interested in

I have been a member of important decision
making committees in the Faculty

I feel my voice is heard in Faculty level
committee meetings

11

8D D N A SA Don't Not
Know Applic

1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
Line #5
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9
1 2 3 4 5 6 9

Col. 11



5D D N A SA Don't Not
Know Applie

€. AT THE UNTVERSITY LEVEL
&-—%
(a) I know the President fairly well 1 2 3 4 5 6 9

(b) I know the Vice-President (Academic) fairly
well 1 2 3 4 5 6 9

(c) I feel supported by Senior Administrators
including deans 1 2 3 4 5 6 9

(d) I have had the opportunilty to serve on the
University level committees that I am
interested in 1 2 3 4 5 6 9

(e) I have been a member of important decision
making committees at the University level 1 2 3 4 5 6 9

(£) I feel my voice is heard in University level
committee meetings 1 2 3 4 5 6 9

(8) 1 feel confident about my future at McMaster 1 2 3 4 5 6 9

D. ABOUT THE FACULTY ASSOCTATION
-._-__—__—-_—‘———_—_—_———____——__'_.__—_—

(a) I participate regularly in the Faculty
Association 1 2 3 4 5 6 9

(h) I feel my views are influential in the
Faculty Association 1 2 3 4 5 6 9

(c) I am asked by active members of the Faculty
Association to exXpress my views 1 2 3 4 5 6 9

(d) If I were in difficulties with my job at

McMaster, I would be confident that the

Faculty Association would assist me 1 2 3 4 5 6 9
(e) I have been supported by the Faculty

Association when I needed it 1 2 3 4 5 6 9

E. ABOUT YOUR COLLEAGUES

(a) My female colleagues are Very supportive H 2 3 4 5 6 9
(b) My male colleagues are very supportive 1 2 3 4 5 6 9
(¢) I have the respect of my femgle colleagues 1 2 3 4 5 6 9

12 Col. 26



SD D N A SA Don't Not
Know Applic

(d) I have the respect of my male colleagues 1 2 3 4 5 6 9

(e) My female colleagues take my research
seriously i 2 3 4 5 6 9

(f) My male colleagues take my research
seriously 1 2 3 4 5 6 9

(g) When I speak up in a meeting my female
colleagues pay attention to my views 1 2 3 4 5 6 9

(h) When I speak up in a meeting my male
colleagues pay attention to my views 1 2 3 4 5 6 9

(1) T find my female colleagues'attitudes to
men prejudiced (old fashioned) 1 2 3 4 5 6 9

(i) T find my male colleagues'attitudes to
women prejudiced (old fashioned) 1 2 3 4 5 6 9
F. 1IN GENERAL

(a) I work in an environment that is suppotrtive
to me as an academic i 2 3 4 5 6 9

(b) I am satisfied with the way in which my
teaching load is determined 1 2 3 4 5 6 9

(c) My research has the respect of my colleagues 1 2 3 4 5 6 9
(d) My opportunities for tenure are/have been

as good as or better than those of my _

colleagues 1 2 3 4 5 6 9
(e) My opportunities for promotion are/have been

as good as or better than those of my

colleagues 1 2 3 4 5 6 9
(f) I was originally hired at a fair salary 1 2 3 4 5 6 9

(g) My salary is appropriate for my rank, vears
of experience, and accomplishments 1 2 3 4 5 6 9

(h) T am aware of and could obtain, if needed,

internal (University, Faculty or
Departmental) funding for my research 1 2 3 4 5 6 9

13 Col. 41



SD D N A SA Don't Not
Know Applic

(1) My feaching assignments at the undergraduate
level are consistent with my interests 1 2 3 4 5 6 9

(i) I would have as equal an opportunity as ny
colleagues to acquire an administrative
role in the University if desired 1 2 3 4 5 6 9

(k) The criteria used for tenure and promotion
recommendations are clearly articulated 1 2 3 4 5 6 9

(1) I have a network of colleagues at McMaster
who help to keep me abreast of events at
McMaster 1 2 3 4 5 6 9

(m) I have a network of colleagues at McMaster
who advise and support me in my career and
academic concerns 1 2 3 4 5 6 9

(n) If they go to appeal, women are legs likely
to win their appeal on a negative tenure
or promotion decision than men 1 2 3 4 5 6 9

(o) Women must be more qualified than men to
achieve tenure and/or promotion 1 2 3.4 5. . .6 .. .o

(p) My point of view is Biven at least equal
consideration to that of ny colleagues
concerning important decisions 1 2 3 4 5 6 9

{g) Men have greater opportunity for career
advancement at thig University than women 1 2 3 4 5 6 9

(r) My research receives greater respect from
colleagues at other Universities than from
my colleagues at MeMaster 1 2 3 4 5 6 9

(s) Merit increases are awarded equitably in my
Department H 2 3 4 5 6 9

(t) I have heen given the graduate teaching
assignments that I desire 1 2 3 4 5 6 9

(u) Discretionary funds (e-g. for travel,
equipment, etc.) are at least as readily
available to me as to my colleagues 1 2 3 4 5 6 9

(v) Women are less likely than men (of equal
accomplishment) to be cousidered for tenure
or promotion 1 2 3 4 5 6 9

14 Col. 55



SECTION 5: SOCIAL CONTACTS

45.

46.

47.

48,

49,

50.

51.

52.

Are you a member of the Faculty Cluh?

yes
o
How often do you visit the Faculty Club? Would this be:
daily
a few times a week
weekly

2-3 times per month
once a month or less

Do you feel comfortable at the Faculty Cilub?

yes
no
Do you have informal contact (e.g., lunch, coffee) with
colleagues of the opposite sex? Would this be:
often
occasionally
rarely
never
Do colleagues of the opposite sex join or invite you to
eat or have coffee with them?
yes
no
What bpercentage of your informal social contacts (e.g. lunch,
coffee) would he with members of the opposite sex?
Do you feel free to invite colleagues of the opposite sex
to eat or have coffee with you?
yes
no
Do you feel you have £asy access to the:
Chair
Dean

Academic Vice-Pregident

15

1

2

1

2

3

4

5

1

2

1

2

3

4

1

2

4

1

2
yes no
1 2
1 2
1 2

Col,
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3.

54,

55.

56.

57.

Outside normail working hours, do you socialize with ...

colleagues: often
occasionally

rarely

never

chair of your department : often
occasionally

rately

never

administratorg: often
o0ccasionally

rarely

never

Do you attend cultural activities such ag plays, concerts,
pPrestigous lectures, etc. at McMaster?
often
occasionally
rarely
never

Do you use the athletic facilities at McMaster?
often
occasionally
rarely
never

Do you participate in competitive team S5ports wirh
members of the opposite sex at McMaster?
yes
no

often
Occasionally
rarely

never

16
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58. Within the academic year 1987-88, did you experience sexual
harassment by a:

(Sexual harassment ig defined by the Committee on the Status of
Women, Council of Ontario Universities, as any sexually related
act, practice, comment or suggestion that interferes with an

employee's job or job performance or threatens his or her economic
livelihood).

yes no
(a) colleague 1 2
(b) administrator 1 2
{e) student 1 2
Line #6
39. Do you feel that your sex impedes your progress at McMaster?
yes 1
no 2
(IF YES): In what way?
60. Do you feel that any aspects of your personal situation, other
than sex (e.g., ethnicity, nationality, age, marital status,
family'status), affects your participation or progress at McMaster?
yes 1
o 2
(1IF YES): Please explain.
61. Do you have other comments?
62. Would you he interested in attending a workshop to discuss
the results of this survey and suggest recommendatriong?
yes 1
no 2

17 Col. 15



SECTION 5: SOCIODEMOGRAPHIC DATA

63.

64.

65.

66.

67.

Year of hirth

Are you: single
married/cohabitating

separated/divorced

widowed

Do you identify yourself ag a member of a vigible
or ethnic minority? yes

no
To which group do you bhelong?

What is your religion? Are you:
Protestant
Catholic
Jewish
Moslem
Hindu
Other (PLEASE SPECIFY)

No religlous affiliation

Do you have child rearing responsibilities?

yes
no
(IF YES):
(a) For how many children?
(b) For each child, how many years have you had child
rearing responsibilitieg?
Child 1
Child 2
Child 3
Child 4
Child 5
Child 6
(¢) Are you the primary person in your family who has
child rearing responsibilitieg?
yes
no

shared equally

19
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THANK YOU VERY MUCH FOR YOUR PARTICIPATION IN THIS IMPORTANT STUDY.
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McMASTER UNIVERSITY

President and Vice-Chancellor

June 24, 1988

Dear Colleague:

The Faculty Association through its Status of Women

Committee, chalred by Maroussia Ahmed, ls sponsoring a survey
on "Integratlion of Faculty at McMaster." The survey, funded
by the Secretary of State, will be conducted by Social Data
Research Ltd. The purpose of the survey is to enable female
faculty to contribute fully to the acadenmic, cultural, and
social life of McMaster. The survey will aid this purpose by
ascertaining "the degree and quality of intagration of
McMaster University's female faculty members into tha
structure and organization of McMaster University as a

1 urge you to cooperate with this survey. 1f you

have any questions bPlease contact Dr. Ahmed at Ext. 3758 or
the Faculty Association at Ext. 4682,

Yours sincerely,

AL

Alvin A, Les

1280 Main Street West, Gilmour Hull, Room 238, Hamilton, Ontario, L8S 4L8

FAX: (416) 522-3391; Telephone: (416) 525-9140, Ext, 4340 —_—




\ RESEARCH LTD.

309 Main Street West, Hamilton, Ontario L8P 1J7
Phone (416) 529-5357

SURVEY OF FACULTY AT McMASTER

The Status of Women Committee

McMaster University Faculty Association
McMaster University

Hamilton, Outario

Dear Colleapue:

The Faculty Association's Statug of Women Committee {s currently studying the degree
and quality of integration of McMaster University's faculty members into the structure and
organization of McMaster University as a whole. This study is made possible through a

grant from the Secretary of State. Social Data Research Limited has heen hired to collect
and tabulate the data.

The attached questionnalre 1s part of the Committee's research and 1s heing
distributed to all women faculty and a random sample of male faculty at McMaster. We ask
you to take a few minutes te answer this questionnaire as your participation in this
project is essential. The information you provide will he kept In strict confildence, and
will he used for statistical purposes only. Individual questionnaires will nort be made
avallahle to rthe McMaster University Faculty Association. The results of rhig study will
he presented in report form and made availahle to all faculty and administrators.

Most questions require you to circle the appropriate number, insert a pumber or
numbers in the Space provided, or write a short response. Many of the questions are ahout
the academic year 1987-88. If you held a Joint or cross appointment, please answer in
terms of your primary appointment. This refers to the period beginning July 1, 1987 and
ending June 30, 1988. Flease return the questionnaire in the enclosed envelope by
September 30, 1988,

If you have any questions ahout this SUTvey or want to provide additional information,
please call Dr. Margaret Denton ar 529-5357. Thank you for your co-operation.

Sincerely,

| ; »
V\eri§ﬂ;l i;ngika _ 54&;EE3:i:ftl____

Margaret Denton, Ph.D. Maroussia Ahmed

President Chair

Social Data Research Ltd. Status of Women Committee

309 Main Street West McMaster Unlversity Faculty Assoc.
Hamilton, Ontario McMaster University

L8P 1J7 Ext. 3758



RESEARCH LTD.

309 Main Street West, Hamilton, Ontario LAP 17
Phone (416) 529-5357

October 19, 1988

RE: McMASTER FACULTY STUDY

Dear Respondent:

Your opinion, as a McMaster faculty member, isg important to
us. We realize the deadline of September 30th may not have given
many of you adequate time tq fill out the McMaster Faculty Study
questionnaire., Please take the time to complete your questionnaire
and return it, in the envelope that was provided, to Social Data
Research Ltd., c/o the McMaster Faculty Association office as soon
as possible,

The information you provide will be treated in the strictest
confidence. The number you see on each questionnaire is for record
keeping purposes only {e.g, response rates), The information you
provide will be released only in aggregate form to the Status of
Women Committee, McMaster University Faculty Association,

If you have misplaced your questionnaire, another may be
obtained by calling Social Data Research at 529-5357,

Thank you for your co-operation.

Sincerely,

/}\l'{ijk;* i:;Lnﬁ' e _

Margaret Denton, Ph.D.
President

Social Data Research Ltd.
309 Main Street West
Hamilton, Ontario

L8P 1J7



