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INTRODUCTICN ' T

This report is the effort of five faculty members selected by the Cowmittae of
Six to answer nine specific questions formulated by the Committee and assigned to
us at the beginning of November, 1983. Our own committee, handed a graceful and
prépositional officiai title~~The Ad Hoc Committee To Study the Coﬁdicions_of Wark

for FaCultj Women at Amherst College—-is composed gf two junior woﬁen, one senior
woman, and two senior men. None of us is yet fifty and our years at the College
range from ninetaen to two. No one of us is a mathematician or natural ;cie;tist;
indeed, four of us are scholars and teachers of literaturs. We do'noﬁ presume to
have achieygd definitive answers tO'Ehe questions posed. Each of us drafped one
or more- sectioums, bu; we are all responsible for the‘compieted report.

The questions (they will be repeated at the head of each section)’are-as
follows. We will respond to them in the order in which the Cémmitteg of Six puﬁ
them, combining the second and third of the Committee's questioﬁs in our II and

;fjd” subsuming the Committee's éighth question (here placed ih_pareﬁﬁheses) in‘éur

. discussion of I, V, and VI.

I. Are women faculty dispropértionately burdened with committee and advisiug
respousibilities? (Pp. 7-17.) : :

II. Do women faculty lack. full access to the informal collegiality that .
nurtures scholarly development and encourages full participation in the

life of the College?

¥hat, if any, are the consequences of the uneven distribution of women

- faculty across the departments of the College and among ranks? Have
womeu been disproportionately appointed to visiting faculty positions?
(Pp.18-30.) -

III. Do students bring different assumptious to their evaluation of the
competence of male and female faculty? Do faculty? (?p.3l-37,)

IV. Is the absence of a separate women's studies'program perceived as a
signal that scholarship on women is less valued? (Pp.38-44.)

V. Are the regularly accepted practices of the College predicated on a model
of the one-career family with spouse's support? (Pp.45-54,)
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VI. Has the College adequétely recognized the demands of childrearing as well
as childbearing? (Pp.55-58.) .

(Does the coincidence in time of traditional professiomal development [as
reflected in tenure decisions] and of a woman's reproductive years pose
special difficulties for women faculty?)

VII. In addition, the committee should review current College policies
designed to accommodate women's life patterns (maternity leave, provisioa
for regular part-time appointments), and it should review other policy
issues which may affect the recruitment and retention of women faculty.
(Pp.59-66.) :

We did our work by interviewing individually eleven present and past members

of the faculty and administration, by meeting with twelve groups of faculty,

vFrying in size from two to nine persons, by meeting with about twenty-five K

resident counselors, and by analyzing in camera the results of a questionnaire we

wrote. We received sixty-two completed questionnaires, having sent out about two

‘aﬁd a half times théc number--a return we .are astonished éhdigratified-by, All
women on the faculty in the AY 1983-844-regqlar full-time and pgrt-time,AviSiting _

Vfuil-;iﬁe and part-time——were invited to talk with us and with but one or two

exceptious4ﬁheY°accepted. Iﬁ addition‘we_intervieyed as many former faculty women
as we could, tén as it turﬁed out, and heard from t&o others, as well as two men
formerly on the faculty, by letter. We invited all male department chgirs to one
of twovqonversations and slightly fewer than half accepted. All in all it seems
to us that énough people gave us their time to make it possible to draw
conclusions based on substantial evidence. We are grateful to everyone who
answered our call, as we are to the Office of Instituﬁional Research for supplying

us with data and the Office of Administrative Services for typing. The

information presented applies to the year in which we gathered it and in which we

drafted most of the report, 1983~84. What was not available to us were
confidential letters from faculty and students regarding particular tenure and

reappointment cases. Furthermore, we did not make a study of faculty salaries,

"
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such é study having been undertakea independently at the behest of the Committee
of Six by Professor Ralph Beals. That report was shared with us and we confirm
what it demons;rates, that thers is no evidence at the College pf systematic
salary discrimination by sex.

In what follows we do make certain specific¢ recommendations to.the
administration, to our colleagues, and to the Committee of Six. We hope they will
be considered-carefulL&, We.would emphasize here, though, that we hold the
discussion undertaken question by question to be as important as the
recommendations proper. It is our impression that some of the problems
encountered in their work by women faculty at the College are not much amenable‘co
the toplcal treatment of this or that symptom.  Nor have we been surprlsed ét
this, certain problem—condltlons 1y1ng too deep and having existed too long for ‘
'anythlng other than a systemlc solutlontto be prcmising. " And yet nochlng is T ." t
harder to formulate, for certain ﬁﬁconstructlve aSpects of the condltlous of work
Arhere are ones that exist in. soczety.ztself hardly being restr1cted to this or any
educational 1nst1tutlon; Our thoughts, chen, about such matters occﬁr in the
genéral discourse page by page. What a good deal of it comes to is a plea for a
. .broader and more. flexible appreciation of differences (to. appreciater to.
understand, be sen51t1ve to, be grateful for). That such pleas are often made
does not diminish the urgency with which we issue this one.

Some of us find ourselves surprised that we concluded ﬁhe year of learning and
writing feeling as strongly és wé do about how serious the prob1emsVare and how
important iﬁ is for certain almost uncousciously neld attiCudés to be altered.
What cheers us, if anything does, is a belief in the rational goodfwill of our
colleagues and of the administratién; What also cheers us is the notion that
since certain problemsvappear to be in éart generatioﬁal,‘fifteen §r twenty feérs

from now some attitudes may shift in the faculty as a whole. Responses to our
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questionnaire suggest that, generally speaking, male junior faculty ares closer in
their assumptions to female junior faculty than to their older male colleagues.
This is not to say that tenured men at the College would comsciously make work

difficult for womean faculty; it is to say that a younger generation may Smely

flnd it easier and mors natural to make the conditions of work for everyone more

open, more tolerant, and more democratic. It is not clear that anticipated
improvements will come about primarily through an imminent large increase in the

number of women on the faculty. Given a frozen FTE figure and a chiefly

middle-aged faculty tenured at a rate of about seventy per cent, it is not likely

that any dramatic change in the proportion of women to men oun the faculty will

soon be achieved. We do lndeed hope for the appOWQCment--brought about by the

l v1gorous appllcatlon of the pr1nc1ples of Equal OoDortunlty and Afflrmatlve

'Actlon——of more women,  at senlor as well as Junlor ranks. As will be seen, in

some areas of the College there are uocably few women laculty even now.z
Were we to put a szngle name on che condition most faculty women at Amherst

flnd themselves in, it would~beg;he.one thesevwomeu apply»to themselveS'

marginalization. Vlrtually every woman we talked with felt in one way or another

on the periphery. If her sex alone did not place her there, and usually it dld

‘and does, ‘a woman faculty member might consxder nerself marglnallzed by her age,

'sometlmes by her race, by her field, by her often new area within an establlshed

field, by her femlnlst approach to that field, sometimes even by where she lives.

: The_opportunltles, then, for finding oneself in double- or triple-bind situationms

are plentiful and will be notad passim in the report. Some of us began by being

skeptical of the words "marginalization" and "tokenism," but the more people we

talked with, men no less than women, the more real the phenomena those words name

became to us. Increasingly it has seemed to us that the model of analysis

applicable to Amherst in the early 1980s, as to many small colleges, is that of a
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‘theseirelatidnships is as it is.
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more or less paternalistic family. With all the rights and privileges—-of power
and the lack of it--pertaining therato. There are, to be sure, various families,
complete with father-figures, in the College: the administration, most of the
departments, many of the staff courses within departments, many of the

comnittees. Individgals live out their complex fates ander the eye of a father

who on the whole wants very much that others in the family become independent and
productive. It is precrsely this good will that may obscure from those who

possess it that the "family" structure is itself not divinely ordained. Moreover,

- when those not in a paternal role are asked in tarms set by those who are to be

uawaveringly loyal, then the independence all profess to be desirable may be
difficult to ‘achieve. Women faculty, it has to be sai&, have been put in
positions in. which asked-for kinds and depths of loyalty have proved to be
impossible. One egress here may be the very act of recognizing that the nature of
s moeﬁ’people know, and as we have 1earned once more, not . everyone (lncludlnc

a father or two) asplres to. be a father. By deflnltlon women cannoc be fatbers,‘f ‘

’and 1t matters largely that they cannot be. Put another way, and- recurnlng to the

first flgure, many on the perlphery do not asplre to the center as they sgee it .
Eunctlonlnga Time and again the testimony we heard and read valued the

marginalization of faculty women, for the center may be, and should be, instructed

'by how the circumference sees it as well as by how it sees itself.. We would add

that the role the Committee of Six (and the President) put our committee in is
iteelf ambiguoue:-We ;ediate between the Committee; a group that is and imagines
itself to be at the center, and the women colleagues it has asked us td-study
because it saw them as disempowered. We have, with whatever political realism we
possess, often felt ourselves to be closer to the éeriphery than to the center.

Perhaps that has helped us both to appreciate more what those not at the center
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mean to the welfare of the Cdllege and to be sympathetic to how lonely and anxious
it is out there. It is dangerous to live thus exﬁosed too long, f:o have to feel -
simultaneously responsible for one's own well-being and for that of the College in
its vari;ms incarnations as faculty, administration, and students. For that
reason it is inc;umbent on all to make it less difficult to be a woman on t“he
Amherst faculty--or, for that matter, to be black, or to be untenured. It is
possible that the truest meésure of the healt;h of anﬁ institution is how the

majority within it treats, as necessarily it must treat, the wminority within it.

i
|




I. Are women faculty: disproporticnately burdened with committee and advising
responsibilities?

When in the academic year 1981-82 the Dean of the Faculty, Catherine Bateson,
had a preliminary study done of the distribution of committee work between male
and female tenure-track faculty members, she discovered and announced to_ the
faculty that 110% of the women held positions on College committees (some women
are on more than one committee) while 60% of the men did. In a given year, then,
women wera almost. twice as greactly represented on committees as men. The reasons
for this disproportionate repraseuntation seem fairly simple. It is perceived as
important that women, as. they become included in the faculty numerlcally, also be

1ncluded in the collectlve thinking of the College. It 1is also perceived as

'lmportant that the nearly half of the student body who are women have at least .

some faculty counterparts among the var1ous commz.ttees involved w:.th ‘academic

standl.ng, dlstrlbutlon of fellowsth funds, admlsswn, d:.sc:.plmary matters, and
so on. But' the actual consequences and mphcat:.ons of the practlce, as it has -
emerged, of dlstrlbutlng women faculty members, one each among as many.counuittees"“_.

as possible have not been as obv:.ous. Nor does the ratio 110 60 tell the whole

-story. The follow:Lng f1gures, calculatlons, and reCome’ndations do not pretend to

~exhaust the"questlon, but prov1de a strong indicatiom of how the commlttee system,

among other practices, has operated to make the ‘working conditions of women
faculty members at Amherst significantly dlfferent from those of men faculty
members. |

It is important, in assesslng the time spent on committee work and the Lmuact
of committee work on ome's scholarly and teaching career,. to _consider how early in .
that career committee work begins and what pattern it takes over the course of
several years. If the figure 110:60 points to the problem of sex-based inequity,

the fact that women tend to be appointed to committees socomer after their arrival
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at the College compounds the inequity. This disproportionate burdening is
compounded a second time when, as has happened so far, the majority of men find
their committee responsibilities leveling off or even decreasiﬁg, while women
unanimously (in our sample) find them increasing the lomger they fémain‘at the
College.

‘To illustrate the first point, that women are assigned to committee work
earlier, take the case of the seven women and ten men who, as tenure—track
appointees, began téaching at Amherst in 1974. By the academic year 1975-76,
three of the women and none of the men were on comﬁittees. More recently, of the
seven women and twelve men hired in 1981-82, four of the women and five of the men
were on committéeé'by June of 1983, already an unequal distribution. Further,
thoﬁgh,‘one of these women was on ﬁwo committees, while three of the men were'
untenured associate~professors or advanéed rather than Seainning assistant

(i' | _professors (i.e., due to come up for tenure in fewer than six years) Thus
flrst~1eve1 tenure—-track famale assistant professors hired in 1981 had by 1983 two
and half times as many committee as31gnments as their male counterparts. And
there were more of those counterparts to begin with.

It might be added that ome female assistant professor serving on two
committeés, one very demanding, in June 1983, held a half-time appointment. Also
that, generally speaking, women, whether half-time or full-time, are far more
likely to be appointed to the major, more time-consuming committees earlier in
thgir careers than men, and that their inevitabieArepresentation on ad hoc
committees constitutes, for this small population,‘a further burden.

In those first fe; years of an assistant professorship, &hen male and femalas
faculty-members alike are engaged in designing and teaching new courses, ia

establishing the rhythms and priorities of their research careers, and, in some

“w
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cases, in starting a family, time for oneself is, of course, particularly
valuable. The fact that the committee service expected of women is most radically
discrepant from that expected of men during these crucial years may have
particularly heavy consequences. Both researCh and childbirth have tended to get
postponed. This situation is certainly incomsistent-—in complicated as well as
obvious ways--with the College's often-voiced policy of equal opportunity for male
and female faculty members.

The consequences of this practice for female faculty morale have, in fact,
been negative, Although it might happen that inclusion on a major commlt”ee would
;lve a female assistant proressor a sense of part1c1pat10n and belonolng, the
dlfferentlal in rank between’her and her committee colleagués, and her isolation
from other women——constant features of ‘the current practlce-—have tended to have
the opposlte effect. Junlor and senlor wonen.faculty members - allke have found
thelr p031t10n in. the- comm1ttee system not’ empowerlna hut tokenlzlng their
presence is said to be necessary in. order to make committees. representatlve, yet
they are recurrently told that they are on commlttees because of their femaleness
(not thelr competence) and thelr contrlbutlons and perspectives are too often
treated as peripheral, biased, and unlmportant. S S P :?f‘t'

‘Durlno our 1nterv1ews many women: also spoke strongly to the effect that thelr
voices om commlttees are not heard, or that when their 1deas are taken up, these
ideasvare credited_to male committee members. One senior wonan, upon being asked
if she had seen ankimprovement in the way she was heardvover the past several
years, stressed that she.had neither experienced nor observed any. Women have
only rarely been given leadership positions om comnittees, and two wonen'who had
been committee chairs felt that their time and effortsAhad been simply wasted.
Their reports, both of them dealing with'important matters of policy and persomnel,

were never auswered, acknowledged, or acted upon. Both women reported that when
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subsequent male chairs made similar reports, these reports were responded to and
acted upon.

Women also feel that their committee service does not count for much during
tenure evaluation, that their time would have been betrtar spent on research and
publication. Junior women have thus found themselves placed in the ironic
situation of being encouraged to spend their time on service to the College and
then being criticized for not having spent enough tlme doing research.

The problems of disproportiouate burdening and tokenizing do not disappear
after tenure and promotion. Some senior male faculty members are also- heavrly
burdened but there is far less range overall in the styles of commltment ‘ ,i
avallable to senior women. Tenured women are coustahtly in. demand ‘whether . thev

feel themselves to be 01fted and effectlve committae workers ‘oT not,” whether or

not they have laroe research prOJects to attend to, and whether or. not they have e

-"partlcularly demandlng famlly responsrbllltres. There is little year to year

systole and diastole in- thelr worklng llves, whereas ‘several male faculty members

: mentloned the welcome rellef of belng on no commxttees currently after an

overburdeued period in the past. Senlor women faculty members feel the further

pressure of know1ng that if they refuse ‘a; commlttee a331gnment, the a551onment may"ﬁl

fall upon a junior woman. In fact, they are repeatedly told'as much. Thus thelrf
loyalties are torm in new ways. Tﬁe attempt to be sunportlve of Junlor women by
reducing their committee burdens may.result in puttlna senior women in a worse
p051t10nvfrom which to serve as scholarly mentors and intellectual role models for
their junlor celleagues. Junior women, in turn, loohing forward to- this
proliferation of double binds and demands om their time in their own futures hay
think twice>about trying to build a scholarly life at Amherst;

A further word should be said about the experiences of womee (and men) with

young children. Some faculty members, many or most of them women, have been
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heavily pressured to compromise their responsibilities to their children in the
face of inflexible cowmittee demands. In one case a committee felt that it could
not reschedule its meetings to accommodate a senior female faculty member with.a
small infant; but did feel it should do so to accommodate the athletic schedule of
a student. .The faculey member made every effort to find a mutually agreeable time
to meet, but was told that other committee members, "did not want' to meet at the
one other time they were all frée. 'She was also told that she could not be
replaced on the committee "because she was a tenured woman." Apparently no one

noticed the contradiction involved in theoretically needing her perspective, but

‘refusing to make possible her participation in the committee by acknowledging the’

demands of her schedule.
The committee feels that measures need urgently to be taken to alleviate thiéf
set of pressures related to committee service for faculty #omeu. It appears

unlikely that these pressures will diﬁinish-of their own accord. From the‘pfesént

'perspectivé, it does not look llkely chat the number of women on the faculty w111

increase very substantially within the next five to ten years, whlle committees

have been, and may go on, proliferating at an alarming rate. Between 1966 and

1983 the number of faculty committees increased from eight to twenty-four.

Twenty—seven of the forty~-seven male faculty members responding to our

questiounaire themselves reported that committee work has been unduly compromising
of their teaching, their research, or both.

We recommend that the committee structure be pared down and streamlined,

therefore, and that the assigning of faculty members to committees be

democratized. All faculty members should be called upon to serve roughly -
equally. Both to ensure an equitable distribution of committee respousibilities,
and to provide faculty members with a more secure upper limit on the amount of

time they are expected to devote to committee work, we recommend that no more
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than, say, three years of committee service (to be prorated in the case of faculty
members on shorter tenure time-tables) be assigned to any faculty member before
tenure, and that a comparable provision be made for senior faculty (four out of
six years, for example). In the interests of making committee work more
efficient, effective, and rewarding, committee tasks should bé made more delimited
and the institutional mechanisms for reporting and enacting the results of
committee deliberations should be more clearly and adequately put in place. The
faculty presence on some committees could probably be smaller (Faculty Housing,
Student Fellowships, Admissions, Computer), and faculty members should be invited,
via a questionnaire sent out prior to the Committee of Six meeting at which o
assignments are made, to indicate where they feel their particular expertise and
interests might best be used. Facuity should also be invited to inform the dean -
which years within a glven‘perlod of years it would be easiest and most convenlent'
for them to serve on committees., By the same token, we feel that*it should be
made easier to refuse a committee aSSLgnment which is deemed 1nappropr1ate or
badly timed. Currently, it sometimes happens that women who have chosen to teach‘
halfetime,’specifically in order to hold the iob within boundaries wbile they care
for infants, are called upon to serve on.qne or more committees, while many.

teaching full-time are servimg on none. Women have, at times, also been told that

‘they are uncollegial when they try to arrange schedules that will be consistent

from week to week. We surmise that using the computer to match information from
faculey members with committee assignments would be relatxvely simple. More than
one former member of the Commlttee of Six has testlrled to us that the curreat
method of nominating people as they occur to members of the Committee, without

always checking to see what other committee assigoments they already hold and what

other respousibilities already impinge upon their time, is clearly LnadequaCe.

,Ironlcally, a member of our own committee had to request that she be. relleved of




another committee assignment in order to pursue our project, even though our
charge implied that the Committee of Six was concerned, at least in principle,
about overburdening. No steps were takem to spare our colleague either the
overburdening that would have resulted had she not objected, or the'anxiety and
potential disapprobation involved in resigning from or'refusing a committee
assignment. The goal in systematizing committee assignments would be to make
committee work more purposeful and equitable and less time-cousuming for
everyone.

The actual costs in tokenism, isolatiom and overwork of having ome woman on

-each committee seem far to outweigh the imagined Benefits. Rather ‘than asking ;

women to pay this price'for‘pasb sex discrimination, would 1t not be preferable to

face- the problem of there belng too few women to go around? We further hope that

-w1ch a more equltable dlstrlbutlon of commlttee a551gnments would come the
vp0531b111ty of women worklng wlth women on commlttees. This'migbc'prove an

espec1ally frultful and "morale—boostlng" experience . for female faculty members

teaching in otherw1se all-male or predomlnantly male departments who rarely have

,the opportunity to work w1th members of their own sex, an opportunity that male

faculty memberS'can, of course,'takeﬁfor granted; T

~The College also needs to rechlnk its tradltlonal and habltual expectatlon
that faculty members be "on call" w1thout reoard to. chlldcare respousibilities,
Late afternoon meetlngs, forvexample;'are;most awkward for pareats with young
children, according to our interviews and quescionnaires. Under no circumstances
should the activities and respouSLbllltles of chlldbearlng and childrearing be
reoarded as unprofessronal or Llleoltlmatee-not only for the sake of the: chlldren
and parents involved, but also for the sake of our students. The College clearly
assumes that the‘women and men it educates will have careers and, very likely,

families. For the College to fail to accommodate the efforts of the womea and men.
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on its faculty to work out the new livihg patterns which this combination of
commitments requires would be notably inconsistent with its educafional mission.
dot every committee need avoid late afternoouns. _Children grow up, and not all
committees are composed of parents with small children. But there is a strong
feelfng that if, in general, faculty members could hold formal meetings to within
the hours of reasonable and consistent oa-campus days, the felt counflict between
work and family would be greatly reduced. |
Adviéing |

uTraditionally at Amherst, because of its size and the emphasis it has placed
upon teaching; the role of advising has been very important. Close and strong |
bonds of frlendshlp and mentorship have often been establlshed between studeats.
and their advisers which last for years after a student hae graduated.'_SCudentsv
aras customarlly treated as 1nd1v1duals- conversations often become qgite
A personal. It mtht have been ant1c1pated that when women begah to be,included on
the faculty, the traditional paternal image of the faculty: adv1ser would uhdergovﬁ{
some dlver31f1cat10n, and that on the way to this d1versxf1catlon, sdme stress
might be felt by students and female faculty members alike. When women were
incfuded in the student body,-the possibilities for and the necessity of even
further d1versxf1catlon in the student/adv1ser relatlonshlp might have seemed all -
the more inevitable. Yet there seems to have been very little discussion of these
changes. We hope now to help remedy that situation as we report the experiences
of faculty and students in the advising situation as we have heard about it this
year. |

ht first glance female faculty members do not appear to be overburdened
with respect to their male colleagues in(their role as advisers. Among the
Tespoudents to our questionnaire, the number of advisees ranged from zero to

thirty-five, but without there being any particular link to the gender of the



I | 15
adviser. In our sample (in which female faculty ars mostly represented by
assistant professors and male faculty by full professors), the average number of
advisees for women is 10.6 and for men l4.6. This difference may be explained by
a number of facts: the proportion of junior women to junior men is much higher
than that of senior women.to senior men; first year faculty are not gived
advisees; departmental majoré tend to choose senior faculty as advisers.
Interestingly, however, the average amount of time spent per week on advising is
more for women by an hour. Women report they spend an average of 4.8 hours a week
advising while men repcrt an average of 3.7 hours a week. Even more suggestive is
the contrast between the percentage of that time spent on personal matters. The
women sPend an average of accut 40Z of their advising time on these more personal
matters, wnile men report spending half as much.

We surmise that a good deal of stereotyping underlles this pattern, and we are
concerned about the consequences of thlS stereotvplna for those women faculty who
widely commented upon the pressure they feel from students to be warm, caring,

more frlendly, less aggressrve than their male counterparts.. One woman recalled a

woman student coming to her in a highly emotlonal state over course work and then

speaking to the male teacher in the same course as if she“had?no problems_.

whatsoever, The difference in what students consider appropriate behavior with a
female as opposed to a male professor may, in other words, make the hours that

female faculty spend with students highly stressful. It may also confuse

communication between colleagues who may see the same student presenting her- or

himself in entirely different ways. In some cases, the credibility and
professionalism of female faculty members have been questioned. Severallwomen
renorted being‘spoken-of disparagingly by their colleaguee because'of the
preference shown by students for gding first to women facultybfor extra help,

counseling, and reassurance. Sometimes a student's comment in a tenure letter . /
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about hou nice a female teacher is has been read by colleagues as a negative
quality, as if intelligence and niceness were incompatible.

Some women further report that if and when they try to resist student pressure
to play the more maternal, supportive role, they encounter deep resentmeuc and
harsﬁ criticism. At the same time students sometimes equate supportiveness with a
lack of intellectual rigor. In short, the stereotyping that is inevitably
imported into the College from a stillvsexist society has acted to put women
faculty in a (we submit) predictable double bind which has had subtle .various,
and far-reaching effects on how women faculty are allowed to perform and upon how
that perlormance is evaluated. |

The consequences of such stereotyping are further complicated by the
commltment many women faculty members feel COward the 700 or so women sfudencs.at:
Amherst whose experlences and needs, by the very fact of their being in a formerly
all male and Stlll laroely male-run 1nst1tut10n, are llkely to be. dlffereut from
those cfemale students« Many students, male and female, and some male faculty
members.confiuue to regard such needs and experiences as "special," peripheral, or
in somevway not completely legitimate. The time and energy spent by female |
faculty members on these concerns ls; in prac;ice, often_discounted as lying
outside the institutionally sanctioned patterns of socialization. ‘Even the most
activist feminist students (and others who feel themselves marginalizeo by the
dominant culture) seem to perceive the role of women faculty in.their lives in
terms of personal rather than educational needs. Thus women faculty members, who
perceive themselves as responding to, and following in the tradition of, Amherst's
emphasis on the advising role, may not be recelving‘the institutional recognition,
respect, and support they deserve.

We hope that by making such patterns of behavior and perception available for

discussion, the evolution and assimilation of a healthy variety of styles and
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roles can proceed with less ill-feeling. As is the case in so many of the issues
raised by the presence of women faculty at Amherst, we need to bear iﬁ mind that
our studénts will soon be éncountering similar issues in their ownm working lives,

and that these stresses and strains, if imaginatively treated, can play an

important part in their education.
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II. Do women faculty lack access to the informal collegiality that nurtures
scholarly development and encourages full participation in the life of the College?

What, if any, are the consequences of the uneven distribution of women faculty
across the departmeuts of the College and among ranks? Have women been
disproportionataly appointed to visiting faculty positions?

We have merged these questions because the structure of the faculty so
decisively shapes the kinds of collegiality available to women and men. The first
appointment of a woman to the Amherst faculty occurred in 1962; in the next dozen
years eleven more women were appointed; larger numbers of appointments began in
1974. Given the tendency here to hire at junior levels and to promote from within

(something we do not propose to altef‘significantly), the College has, not C

'unexpectedly,_integrated women into the semior faculty slowly. The statistics are

fairly tellipg; 96% of the full professors, 87%Z of the associate professors, and
65% of:thé ;s§i$tént profeséors‘(fpr 1983-1984) are male. The lower the status
thé'greater.the numbefﬁoflwomen._iVisiﬁbe in our COmmunity‘are'pérceiVed-to haQ;
fthé'least_sti;ué (withr;he ekception of some senior, distinguished visitors whov
have beeﬁ élmost,ﬁnifofmly mélé),l and it is worth noting that women coustitute

a majority of these: of the wdmen»hired from 1981 toil983, in no year were more

women hired to tenure—~track positions than to visiting ones.  We shall have more

'co_say about the recent trend toward ﬁiring‘women as visitors below, but we think

it important to note here the statistical association between gender and rank in

the Amherst faculty, and to discuss the consequences for academic life in some

detail. (Observations about social life, to the extent that it is separable from

academic life, appear in section V).

l1n 1983-84, eight senior visiting faculty, both part-time and full-time,
were appointed to the College; one of these was a woman, an associate professor.:
Of the seven men, six were full professors and one was an associate professor. By
contrast, at-the assistant professor level, equal numbers of men and women vere
appointed: four women and four men.
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The distribution of women across ranks gives a powerful message to our

students. They come predisposed to take women less seriously as teachers and

advisers, an impression then reinforced by’finding §0 many young women at the
lower ranks. Even if they do not know that 67% of the women, as opposed to 20% of
the men are untenured, they will, as does soclety at large, associate status with
age. So long as its hiring patterns remain so rarely flexible the College
strengthens the Stereotype. '

Within the faculty, some similar consequences canm be seen. Women serve often
on committees, as we note above, yet rarely do they chair them. And then, because
one must be a full professor in order to';erve'on an ad hoec personnel committee,
women are almost never involved in the final stage of a search to hire at the
senior level. That in a tecent search specifically to hire a,Specialist in
women's.studiee there was no woman ou the ad hoc‘committee is an iromny. The
differences ln rank also make women even less Privy to the kinds of 1nformat10n
that the College prizes than would the already existing "handlcap" of gender. Few
ou the faculty ever work in a department commlttee or office in which women‘are

in the maJorlty. One consequence of thelr being so rarely in positions of

authority is that when women have chaired departmentsiand committees or been -

‘senior administrators they have often worked twice as nard to dlspel the belief -

that they w1ll not be able to do the Job or that they will" find it difficult
without the hlstorlcal perspective that is so often valued in College

discussions. 1In many intetviews, women faculty told us that the frequent
invocation of what has happened in the College in the last twenty, thirty or-forty
years seemed to them a *emlnder that there was an exclusive body of inevitably
male knowledge that those who were eewcomers could not 1mmed1ately share. It is
not "their" hlstory, as it is not the history of those who are not whlte.. Women
here have felt at tlmes that their opinioms or values are not ouly not shared but

are largely irrelevant.



II | | | 20
Of the many channels for transmitting a historical perspective, academia bas
traditionally relied on mentoring. We use this somewhat awkward term to describe
a teaching relationship between a senior and junior colleague, not necessarily of
the same discipline or gemder, but one which imparts to the junior colleague
information-and guidance in professiomal advancement. It is for "unfamiiiar"
groups, of which women coustitute ome, that mentoring is both -most necessary and
least likely. At least one study noted that such relationships are crucial to the
well-being of faculty women.2 fhough women-deserve as much as men from the |
proteée‘system, it is not at all clear to us that menboring as we have understood
it solves the problems one might expect ic’to solve. .
Two questions preeent themselvee:,ohat access do women have to mentoring, and
what benefits can they expect to derlve from the mentorlng system as it now
exlsts? At Amherst _women beneflt.from mentorlng relatlonshlps less than ome mlghtv
~ hope both beeause there are far too few senlor women at Amnerst College to meet
the demands of 1ncom1ng women feculty and because there is a fear that belng
: mentored by a man will be mlsunderstood We cannot, then, Smely recommend that
we' ae a communlby strive for some idea of equal access to mentorlng.i Mentors are
in short supply for women, to be sure, but the entlre notlon‘of acculturatlng,
lnformlng and adv151ng in groups of two where one person is older and wiser seems
not altogether approprlate to our 1ncreaSLng1y dlver51f1ed facult/. We would all
benefit from wider attempbs at colleglal relations ln.whlch power figures less

decisively, where information is exchanged more than received, where ome can learn

as much from peers as from superiors.

2Roberta M. Hall and Bernice R. Sandler, "Academic Meutoring for Women
Students and. Faculty: a New Look at an 0ld Way To Get Ahead" (publlsned by the
 Association of American Colleges, Washingtom, D.C., 1983), P. 5.
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Several women preferred as much. A female faculty member who had been denied
tenure commented that much of the mentoring she had received, though well
intentioned, was extremely paternalistic. She felt that her colleaoues had been
anxious to shape and mold her work and were naturally disappOinted when they found
that they had failed to do so. Others described the informal gatherings that
women faculty used to organize (and which have begun again in the Fall of 1984, we
note with pleasure) as fostering collegial relations among female faculty. Yet
they felt that some members of the academic community were uneasy about women's
gatherings. Along with the possibility of women working together, we hope to see
an increased awareness of women and men sharing ideas about research teaching ‘and
College life. Several women mentioned to us the infrequency of conversatlons
about writlng or research at the College, and ‘many have indicated a des1re to talk -
more about their writing or other interests than lS now normally p0351b1e.
Faculty seem to share 1deas about students or College polltics more readily than
about their own research; were we to alter thiS'no doubt difficult to alter habit,
we might make it that much easier for those new to the College (who w1ll certainly-
be able to speak about their writing more easily than about Amherst's internal
politlcs) to feel that they can converse as equals, rather than-as new-comers.
_Thus, along51de attempts to strengthen 1nformal networks among female faculty, we
believe that the College can openly encourage conversations about scholarship.
The Red Room talks presented‘in the summer of 1983 by three faculty members who
distussed their current research were but ome lnstance of how this might work;
small not necessarily all-College gatherings to read together or discuss
someone's ongoing research would also be welcome. Because the College's
traditions have not v1°orously promoted such conversations, wanting to assume that
the proteoe system will take care of them, we hope that, at least initially;

senior administrators will become involved in facilitating such efforts.
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tenure decisions were themselves granted tenure, misapprehensions about the
process and those involved in it can arise. Individual meetings with the Dean of
‘the Faculty, perhaps as often as once a year, might produce some anxiety, but we
hope that these (optional)‘meetings would allow questions to be ashed and would
create the feeling that. the ways in which.faculty and administrators make
personnel decisions are not entirely secret, not confined to public (and often
bland) statements, and not something that might prove surprising at the time of
tenure or reappointment. Other purposes might be served by these meetings as
well: we recommend a rationalization of the committee appointment system in -
Section I; were there to come about a pattern of regular meetlngs with the Dean
'commlttee ass1gnments could be'rev1ewed at that t1me. In addltlon, Junlor faculty
members should be reminded of the other avenues of lnqulry open to them. " Each™
departmental chalr lS requlred by faculty leglslatlon to. have an annual dlscu531on
w1th untenured members of his or her department. We became ayare that these |
.conversatlons often do not occur and, when they do, sometimeSJSeem timed‘tov
c01nc1derw1th moments of greatest anx1ety, just after re-appOLntment decisions and’
before tenure; One last thought. some Junlor faculty members have access to
>present or former members of the Commlttee of Six either in thelr department or
through frlendshlps they have formed  Further demystification of the tenure
process would'occur were present and past‘membersvof the Committeebof Six more
generally available,<not so that they-could reveal‘confidential information, but
so that they, too, could ansmer questions about procedure and-strategy.

We turn next to the urneven distribution of women across departments in the
"College. In 1983-84, of the twenty-seven departments and programs fn the College
which ofrer majors, there were no women faculty in five and only one woman in each

of another ten: in the case of two of those ten departments, the women faculty were
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What does exist at the College is a polarization of the kinds of discourse
available within the faculty. Either we meet as a faculty in what some of our
questionnaire respondents described as hopelessly formal gatherings (complete with
cameo appearances) where an agenda can be followed but the exchange of ideas'often
inhibited. Or else we resort to gdssip, to those private exchanges of secret
information where women, because their access eo information is seldom
uncomplicated.or vast, remain disadvastaged. We still lack possibilities for
conversation somewhere between these self-consciously public performances and the
often unreliable modes of private talk. No one answer can, or should, suffice;
rather, we hepe for_severalvkiﬁdsgof»gathefings, small and large, formal and less
80, where work can be dlscussed news exchanged, plans for co-teachlng or visiting

lecturers formulated Such meetlngs as the thtle Three Colloqulum, where members

- of our faCUltY join with colleagues from Williams. and Wesleyan, need'not,be -

restrlcted to yearly events.
Flnally,bto conclude the subject of mentoring, there are certain kinds of
information>or'adviCe, once conveyed privately and rather haphazardly, the absence

of which has left at a loss those outside the College § somewhat mysterious

' communication network. To take an extfeme ekample,. one female colleague recalled

a chance encounter (over the L1brary xerox machlne) which yielded 1nvaluable
lnformatlon about the tenure process. Since those without tenure will Lnevitably
have questious about the formal procedure_and about ehe often unspoken assumptions
investing it, we think it very iméortant that senior administrators'take on the

responsibility for thorough discussions with each new appointee, both in the

" orientation meetlngs and in addztlonal individual conversations, about the ways of

advancement within the faculty. Given the ever-increasing length,

- complicatedness, and formality of the tenure process, as well as the somewhat

dlfferent conditions under which most of those who now make
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visitors who are not in the College in 1984-85.3 With the exception of European
Studies, there were in 1983-84 no more than three women in any program or
department at the College. The unevenness in the distribution of women is even
more evident among the (as until recently defined) divisions of thé College.
There are sixteen women and fifty-two men in the Humanities; eight women and
forty-three men in the Social Sciences, and four women and thirty-five men the the
.Natural Sciences.4

Consider once again the cousequences this disproportion has for students.
More fem;le students take courses and majbr in the Humanities than in the Social
Sciénces, and in the Social Sciences than in the Natural Séiences, in part bechause
the distribution of'female faculty in the three’divisibns conforms to this very
pattern. This has not only perpetuated a traditional sex—typing of roles among
sﬁudénts but'has‘also made it difficult for some female faculty, above all in the
Natural Scienéega'to gain the respéct,of’students. |

‘Tﬁe“uneven distripution of women by department énd divisiqn within tﬁe_College
often erodes women's»#ense of efficacy. Many women feel that they neither speak
nor are héard as much as would be the case were other women present. Nor, as the
responses to ou#[questionnaires indicate; do female faculty comsider themSelves‘aé

active as théi;ﬁmale_colleagues in department meetings. This is unrelated to.

3In this listing of twenty-seven departments and programs, we have included
Neuroscience, Asian Studies and European Studies but excluded LegalLStudies and
Education. The figures we have used, which are drawn from the 1983-1984 College
catalogue, include visiting faculty of all ranks other than "instructors." In -

some cases, of course, faculty members are cross-listed in more than one
department or program..
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vdifferences in the rank of the respondents: a third of the tenured.women, and more
than a third of the untenured, would like to participate more oftea and actively
than they do (perhaps curiously, all of the tenured male respondents claimed to be
satisfied with the extent and forms of their participation).

The isolation which many women experience is often compounded by their
expertise in fields which have traditionally been considered marginal to their
disciplines. Several women who resigned or. were denied tenure or reappointment,
and whose teaching or research coucerned nontraditional, new, or politically
marked fields, felt unable to share their scholarly interests with most of their
colleagues; One of these women .commented that she oot only had to prove herself
as a woman but also had to comvince skeptical colleagues of the 1mportance of her.
field oflresearch. Other women, in predomlnantly male departments, spoke of the
préséere_they‘feel to represent the vfemale perspective.” But ome woman noted .
~that; when shezdid so,.she was often accused of "knee jerk. femlnlsm.

Someywcmen are allenated by the style of lnteractlon among male members of
 .their departmeuts, a style they describe asmabrasivei.competitive and
conflictual. A sehior female faculty'member commented there is the sease that
jbrlght people are abrasive and less brlght people are nice." Another woman felt
that lntellectual toughness was often assumed to be Lnextrlcably llnked to
personal toughness; Yet a female assistant professor noted that women are not
simply expected to assimilate stereotypical male behavior, for "there are two
" conflicting demands on women: to be siient and decorous and to perform." It is
difficult if not impossible for women to meet these contradictory expectations and
demands ; moreover, when women are isolated in an ail~male (or neariy so) work
environment, the oressures are.inteasified and the sopport scarce.

One of the most attractive features of Amherst College to those who fear

Lsolation within a department has been its long tradition of interdisciplinary
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teaching. In response to our questionnaire, women indicated a somewhat greater
desire than male respoandents to co-teach, particularly in non-departmental staff

courses. Why? First, men, on the average having been at the College longer, have

already taught a broader range of extra-departmental courses than ﬁave women. A
larger proportion of male thaa of female faculty report having co-taught courses
other than ILS.

Second, interdisciplinary teaching provides many women with an opportunity
they otherwise lack to share their intellectual interests with colleagues. Many
women, as we have remarked, find themselves marginalized in their departments‘not
only because they are women, but also because they teach or do research in Qomen's
studies and other fields of little interest to many of thelr colleagues. Thls
problem partlcularly concerned several of the women who dec1ded not to stand for
tenure or were denled tengure. One of chese women told us that in her‘department

¢ the staff—taught introductory course was premised upon’assumptions which were

contrary to her theoretical and  pedagogical approach. Althougﬁ"hervcolleagues.'
offered her some spaoe‘in the'syllabus, she belleved that to subsume her material
within their structure of assumptions would result in form of "currlcular i
tokenism."

Third, the forms of co—teachiﬂg which most faculty engage in-—staff—taught
oepartmental courses-—are often particularly stressful for women. In contrast to
the male faculty we intefviewed, several tenured and unteﬁured women spoke of the
difficulties they experieoced in teaching with male departmental colleagues who
dismissed or disregarded their contributions. A number of women felt strongly
~enough about this to tell us (though they would-not always tell their own

' departments) that they would prefer to teach interdisciplinary courSes with

colleagues outside their departments. We are aware that opportunities to teach

outside one's department vary. Particularly in small departments or in those with
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‘large demands for staffing core courses, colleagues may find little time left over

once required courses are covered. As the faculty moves to raise the FTE ceiling,
we urge administrators and departmental chairs to remember the College s
commitment to interdisciplinary teaching and to attempt to staff avery department
so that all faculty'will be able to teach one course outside the department every
year, as was once openly held Lo be a desirable goal in faculty recrultlng. We
particularly urge this commitment to lnterdlsc1p11nary options in order to make it
eas1er for women isolated in departments where there are few Oor no other womenvto
form collegial relatioms with women and men outside their department,

We turn now to the Committee of Six's question about women in' visiting
positions.. Alarmed by the decllne in the number of women on the faculty, from‘%
thlrty-three to twenty—seven between 1979 and 1980 the Dean of ‘the Faculty made a:
concerted attempt to correct for unsatlsfactory progress.ln recrultlng women to "

tenure—track pos1tlons by recrultlng more women to v1s1t1ng p031tlous.' Partly as

a result of her efforts, of the total number of women hlred 1n 1981 702 (seven

‘out of ten) were v151tors' in 1982 67% (four out of s1x) were v131tor5° andain

J

1983 SOZ (four out of flve) were visitors. Of the totalﬁnumber of men hired' in

1981 7SZ (nlne out‘of twelve) were v131tors' in 1982, 567 (nlne out of s1xteen
were visitors; and in 1983, 332 (ten out of nlneteen) were v1s1tors. |

The Dean had hoped that the increased presence of female v131t1ng faculty
would be beneficial to students and faculty and would encourage some departments
to hire more women. She, along w1th other faculty whom we interviewed, later felt
this to hawe been a mistake: it created the illusion of a larger and more endurlng
female presence on campus than in lact existed. While ome department has hired
three women as of 1984-85, because_these»are all visiting appointments there may
be no women in this department the year after.. We have heard the fear expressed

that ‘appointing women to visiting positions obscures the unwllllngness of. some
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departments to appoint them to regular positions. One administrator commented,
"Many departments prefer short term risks to long term comﬁitments when hiring
women." A few faculty members reiterated this view. We learned finally that many
of the two and three year visitors whom we interviewed properly coﬁsideted
themselves disadvantaged in having to share or annually change offices, being left
for last, regardless of rank or years at the College, in the housing lottery, and
not being given lab set-up money .

While many visiting faculty, then, feel that they are treated as "less than

full colleagues," they also feel overburdenmed by the College. Several two and

" three year visiting faculty whom we interviewed said they were expected to
participate in College and depattmental advising; in committees, and in job
searches, some of which work they had been spared in their first year. Visitors‘:'

"who hoped that their positions mlght be made tenure—-track felt espec1ally obllged

- to undertake these respon51b111t1es. One woman descrlbed this extended

_probatlonary perlod as "a long interview in which your peers become.. Judges." g

These faculty had llttle time to devote to the research and wrltlng which would
largely determlne thelr professional advancement at Amherst and elsewhere.

. The problems described above, which stem from»the temporary nature and oftem
the.uncertain future of visiting appointments, coneern more female than male
vieitors, for many more maleAthan female visiting faculty are tenured elsewhere.
By hiring disproportionately large numbers.of women as junior vieitors, the
college in effect reinforces the imbalanee in regular appointments listed above.
Consider for a moment the very connotations of the terms "regular“ and "visiting"
facﬁlty. For male faculty tenured elsewhere the term "visitpr" might be
cousidered an honor; for untenured female visiting faculty it simply means that
they lack regular appointments. |

For many reasons, therefore, we recommend against the practice of hiring a
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disproportionately large number of women to visiting faculty positions as the
College did in 1982-83. Appointing women on a temporary basis should not be a
substitute for the appointment of women to tenure-track positions. We also urge
the College to appoint'more female visiting facultv at the senior level,'for they
would experience less vulaerability and uncertainty than junior visiting faculty.
By hiring women tenured elsevhere to visiting positious, the College could also
enhance the image many students have of women faculty. Again, this is not a
substitution for the continuing efforts to hire senior women with tenure.

We recommend too that the College exert itself to make visiting faculty feel

that they are full members of the community. Visiting. faculty 'should be prov1ded

_with research funds and facilities. we learned of unhappy cases where they have

been,withheld. And the orientation se581ons held in the early fall should- 1nclude
information Wh1Ch 1s relevant spec1f1ca11y to v151tors, to those for whom
information.about the tenure- ‘process ls by definition be31de the p01nt. When:
orientation se3510ns focus, at least rhetorlcally, more on how to get tenure atif

the College than on_how to work here productively, whatever one's term of

B appointment, a double meSsage is'sent, insulting those who will never stand for

tenure and intimating to those who will that the tenure decision is practically
the only moment of their lives at the College that counts.

 One could argue that for visitors to be "full"imembers of the community, they
Should share in all responszbllities of the faculty. We do ‘mot completely agree.
The salient issue here is committee and adv131ng assignments, an area in which all
women have been_overburdened because they are women. We should not exploit the
predominantly female group of visiting faculty for opportunietic relief of this

local problem. . IFf the College policy remains that visitors are not routinely

assigned to committees (or given many adv1sees) then exceptions should not be

~made for women because they are women. Exceptions should be made, however, on the
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basis of individual desire. If, as we recommend in section I, the committee
assignment system 1is changed to onme which takes into greater account information
solicited from faculty members about their preferences in committee work, then
visitors should also get a letter of inquiry, perhaps ome which specifies that
they are not ekpected_to serve om any committee at all, but may,‘if they wish to.
Finally, visiting faculty should be given the most accurate and complete
information possible about the likelihood of ﬁheir positions being made into
‘regular positions for which they could apply. There is a real danger that
visitors will serve on committees, advise seniors and teach independent study
'courses, etc., in the hope that they will become tenure track appointees. If this
change in status is unlikely or impossiblg, they should be told so explicitly atsz
the Eiﬁe that they are hired so that they can use tﬁeir time at Amhers; Collegé tp'
their best advantage. We serve ourselves and those who visit here when we make

the visitors' experience as professionally productive as possible.
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III. Do students bring different assumptions to their evaluation of the
competence of male and female faculty? Do faculty?

The questionnaires and our comversations with colleagues and students
(resident counsellors) consistently indicated that the two sexes attain authority
as teachers and respect as colleagues by different routes that may predetermine
the formal evaluatioms made. That is, different assumptions about men and women
shape careers long before votes‘are taken about their continuation. By a factor
of two-to-one on the questionnaires faculty women saw significant differences
between the sexes in the evaluation of competence; by the same.margin, men did
not-—-an asymmetry that in itself’euggests a problem. | -

We concede from the outset that the attitudinal issues here confronted do not
lend themselves to preciee or comprehensive summationm; if'this renort dealt with
- mo other topic, it would 1eave us still groplng for a beginning.~ We dld not have .
access to. the confidential letters written by students and faculty to adv15e |
. reappozntment and tenure rev1ew; As elsewhere, the differences between male and
_female get obscured by parallel dlstlnctions between seniorlty and youth,
vconventional and new fields. Professorial "competence" in itself entails a range .
of sometimes discontinuous functions: as intellect,las role model, as one who
eneaks'for the institution, as gossip, as fixture. Though intellectual .respect is
the official currency of pedaoooical and collegial interchange, careers may depend

more on the receipt of attention, encouragement, and inside informatiom.

Students

Students-arrive at what may well have been their father's school, but necessarily
not their mother's. The tradition of good teaching to which they subscribe in
electing Amherst seems regularly perceived as a male tradition newly augmented , |

with appropriate nurveyors of the "women's viewpoint." One colleague reports the
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following observation from a freshman: "I had a lot of women teachers in high
school; I expected something better at Amherst." Male students often feel
justified therefore in taking women faculty less seriously; female students may
exert particular pressures for the women to serve as role models. Difﬁerent
teacliing environments shape these expectations variously: highly interactive
teaching (e.g., foreign language instruction and athletic coachlng) can surmount
- initial preJudlce particularly easily. Frelds where ideology constantly figures
(e.g., concerning politics and aesthetics) may put female instructors at a
continuiné disadvantage, since the skills to be demonstrated ‘and. the results
sought remain endlessly controversial. Where the preseﬁce of women is '
particularly anomalous (e.g., the natural sciences) women students often expect
women faculty to embody professorial style 1n a tradltlonal and r1g1d way,‘while
the men may expect lower standards Or more sympathy. Some of the pOpular teachlng
styles are relatlvely unavallable for women or unwanted. To quote ‘one respondent'
"The predominant.teaching style (in my department), established by men, is brash,
showy; sarcastic rough, challenglng, Wltty.» It's not clear thatvalternative '
styles-are accepted fully." Several of our women colleagues reported that Amherst
had attracted them because of 1ts reputatlon for seminars and commoun inquiry, but
Ldthat in practlce a less formal or confrontatlonal approach often gets mlstaken by
students and colleagues alike as a sign of laxmess or lncompetence. Extensive
interaction in orfrce hours got percelved as motherlng rather than as teaching.
"Colleaoues seem unable to decouvle intellectual and personal toughness in a

teaching style."

Faculty

In evaluating disciplinary competence, we found considerable effort in all

quarters to be even-handed, though some colleagues argued that women candidates
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had to provide more "concrete evidence" to attain tenure, perhaps, one observed,
"because they are perceived as unknown entities, the qualities of whose minds it‘
is difficult to judge." Even departments find themselves in the famlllar dilemma:

to credit a tenure candldate s contribution to the community as a woman is to
imperil‘her chances of being taken seriously as a professional; not to do so is to
deprive her of credit for the very advantages that her perspective as a woman has
offered the community and for the demands put upon her by virtue of her sex. Such
is the pattern of oonfidentialitv in the College that ouly the Committee of Six
and the administratiom can judge their own impartiality in theae judgments.
| Whatever the institutional commitment to equitv,iit is not matched by a
'sufflclent .sense of the complexltles that equity might entall.; The arrlval of
women at Amherst c01nc1ded w1th dlver31f1cat10n into new areas (e g;, the thlrd
world, neW‘ldeologlcal perspectlvee, dance and studlo art) Many of the women
hlred therefore have found themselves doubly marginalized——as we have remarked
more than once-—by the unfamlllarlty of their fields as well.as of the1r gender,
and saddled with a burden of proof'on both-pounts that makes'them wonder why they
were hired in the first plaoe.'; | |
In departmental commlttee, and teachlng situations, women have trequently
found themselves as. the SLnole bearer of the "women's perspectlve,' which they
were obliged either to represent or, to gain credlbllity, strenuously avoid, while
on the same issues their male colleagues enjoyed impartiality as a hirthright.
With some regularity, and again we deliberately repeat ourselves, women colleagues
reported to us that they are interrupted more than their male colleagues and
'quoted in the minutes stranoely lictle. In all interchanges, the women are
further shackled by the problem of having problems, that is, of belonging to a‘
group feared to be alienated. Male faculty, unless in minority groups, are not

subjected to the same concern about whether they are "happy here" and the lurking
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expectation that, if not, they should leave. As one former colleague, a woman,
reports: "I was told repeatedly that I was unhappy at Amherst because I belonged
at a university and in a city. If one felt strongly about something or wanted to
speak loudly, one only got told that the place is too small for thet."

In the political arena, women find themselves more or less permanently barred
from speaking for the College at large in the way that some of their male
colleagues can. Even a very eloquent, ekperienced, and influential voice can
still be perceived to be speaking for women at Amherst rather than for "Amherst."
With some frequency, women colleagues witnessed to the sense of being interlopers,
of having no expectation of ever beingvfully a part of the place, : ‘

In an institutionvgiven to highly-ritualized informality, collealal respect
may express 1tse1f most credibly and usably in the gift of conf1dent1a1
1nformatlon. It is with such 1nt1mac1es that newcomers flrst feel themselves

1nc1uded in'" and taken serlously. Here women, like any mlnorlty, flnd themselves '
comtaratlvely excluded from the central networks and. Judged harshly for having" |
their own. They forego thereby the self-esteem and prestlge of belng someomne to
;hom others turn for lnformatlon and adv1ce, as well as the 1nsu1atlon against
:umor,‘overreactlon, and paran01a that is provided: by accurate 1nformat10n.,.

Like any community, the CollegexasslmxlateS»newtomers ou the basis not just of
talent and energy, but also of timely,passivlty. More than wany institutions the
College tradltlonally has shaped its Junlor faculty as it does 1ts students -and
preferred to keep those who wear the imprint best. Even today an observatiom such
as this.writing shows that . has spent the last six years at Amherst' can
serve as a decisiee kind of praise. While the molds that men can fit are (for
vbetter or worse) clear to all, women here lack even a well—defined path of least
resistance, let alone established models of attainment. Though the covertheSs and

subtlety of these expectations prevent judgments about how much they help or hurt
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particular women, it is clear that, as men do not, women confrount an element of
stressful unpredictability in the judgments made about their docility. One woman
reported friendly advice from an established colleague: "Try to look es if you
have always been here.'" Women are at a considerable disadvantaée in attaining
that aura of inevitability. Within the community values they are being asked to
internalize lurks a degree of hostility to their very presence here.

A final source of the discomfort women at Amherst experience may be a
traditional, and perhaps once creative, paradox ia our collegial identity: we tend
to trust each other more in the classroom than out of it. Repeated opposition to

curricular requirements, for instance, often presents itself as our faith in edch

. other's ability to teach without artificial restraints. Most of us enjoy great

latitude in designing our own courses and in bridging disciplines beyond what

- other institutions would allow. But as if to guard that freedom from abuse we

have been quite orthodox in our expectatlons about each other s prlvate 11ves and‘7

work hablts. that is, about living uprightly and'Within walking distance,

- sacrificing Tuesday evenings without demur, lettlng commlttee service take what

evenlnos and weekends it will, keeplng our most serious doubts to ourselves and
our. complalnts within accepted bounds of innocuousuness, and suggestlng by gesture

and implication that the College is the most important thing in our liﬁes, as for

many it seems to be. There is a powerful semse that without these rituals of

loyalty education at Amherst will disintegrate. But with them, and the

homogeneity they reinforce, that education risks becoming irrelevant to the fuller

population it now hopes to serve. Such contradlctlons are not ea311y resolved; we

hold up thlS traditional mirror only so that the reader might take notlce of what
he or she sees,

Given ohe range and complexity of the problems at hand, are we making
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progress? The number of women who have taught here grows and should in itself
militate against stereotyping. Yet more have left than remain, and the current
numbers have not shown steady growth. The women faculty in service will therefore
long remain outnumbered by those who have left bitterly and overshedowed by the
traditions sprung of that exodus. At Amherst, where success is our most important
product, these uncharacteristic failures have consolidated themselves into hyths
that shape perceptions of current realities. Two types emerge: one is the

saint /superwoman--a reproach to us all--who shows that it can be done and who
would not want us to brood.about the price she has paid. Women who do not meaSure
up.to,that ideel should not blame the institution. They belong to the larger and
highly elastic category derived from the tradition that "we hired the wrong
ones. As one former colleague observed, "Any perceived allenatlon led to the
aSsumption that you belonged elsewhere." Those at tensiom with the institution.
are thereby invited to feel themselves among thls surprlSLngly large group of

aberratlons who had no bu31ness comlng in the first place and failed their gender

.as well as the College.. We lacked these myths a decade'ago,and cannot yet grasp

how much damage they will ultimately do. Ekperience accumulates; but we have
learned how not to learn from it. -

This area does not lend itself to. particular recommendations. We cannmot

legislate values. We can only point out that as long as the formationm of those

values is left virtually altogether te the medium of private conversationm, they
yill evolve peculiarly. It is not just that prejudice thrives in coveftness, but
that victims of the current situation are left to seffer an& react in isolacion..
A commonplace, but elways moving, aspect of our interviews was that our colleagﬁes
had not previously encountered public discussion of issues that so shape their
work here. Maladjustments perceived as personal failings turned out. with some

frequency to be so commonmplace as to suggest their origin in institutiomal
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structure. Within our interviews colleagues frequently expressed their pleasure

at discovering a form of institutioumal discourse that was less hierarchical and
procedural than faculty meetings. Given the community's great distrust of

special-interest caucusing, the administration would do well to foster continuing
discourse on these issues above the level of gossip and private reaction.
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Iv. Is the absence of a separate women's studias program perceived as a signal
that scholarship on womea is less valued?

The question thus framed would seem to focus on morale; our colleagues
suggested much else. Does the College even support toe fehinist modes of inquiry
central to a women's studies curriculum? Can feminist research be fairly -
evaluated at the times of tenure and reappointment? vCan students find their way
easily to current womeu’s studies offerings and what kin& of message do they get
from the institution's relative neglect of this area? Will first-rate feminist
teachers and scholars come to a college without a formalized program? Will
firsc-rate students? | -

Prior e?en to these issues is the desirability of any institutional commltment
to women's studles. A central part of the Lntellectual history of our time
Lnuolves 1ncreased awareness of the slgnlflcance of gender and all that follows
from an 1n510$t Lnto sexual lnequallty.' ThrouOhout the soolal sciences and
'humanltles, new attentlou to 1de01001es of sexual subordlnatlon have refocused
’long—standlngidebates and led to entirely new questlons.: Women whose activities.
- were left out of conventlonal.hlstorles are being dlscovered The very notrou of
hlstory as a record of publlc (and usually male) achlevement is belng challeuged

In llterary studles, beyond the ouoolng crlthue of canon formatlon the

prevalence of a feminine readership in .the modern period has been examined. We

have come to acknowledge the possibility of a feminine language, how hard it is to

say what is feminine, and, most of all, the relationship between language and
empowerment. Just as critics have asked why women are inevitably written "about"
or "to," art historians_and~film theorists have tried to imagine a visual practice
in which -the viewer is not inevitably‘male, and the object, not inevitably female.
In sociology attention has turned to the coercive ideologies that make family

life normative, while anthropologists have long observed how varied sexual and
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childrearing arrangements can be. Political scientists have discovered the gender
gap, activists and theorists are debating the relationship between pormography ‘and
rape. Economists have asked how women's domestic labor supports the public
economy ; some have tried to define the material bases for a policieal system seen
as male-dominated. In the natural scieﬁces, historians of science have uncovered

the contributions of earlier women scientists despite hostile working conditioms;

to study theories of sex differences, sex roles have been analyzed -in the contexts-

of biology (what difference does it make that women bear children) and psychology
(and that in most cultures, they rear them). In all cases, the perspectives of
feminist women and men on a mode of thinking thet has excluded them has mede~it
pcseible to see how this thieking is neither natural nor incontestable. Women s
studies prOJects have, at least recently, trled to be particularly sensltlve to

issues of race, class. and ethn1c1ty, enabllng further debates about the

p0331b111ty of any ”malnstream acedemlcllnqulry which doeS‘uop marginalize

someOne.'nxhese debates demonstrate that those engaged in women's studies see it

functioning both interdisciplinarily and within existing disciplines. Nome of

this is to suggest that there is certainty or closure about what feminism ie or

- what it entails in scholarship. What can no longer be denied is the Sigﬂificanee

of feminism itself as an object of inquiry.
This is by no means an exhaustive summary of contributious make by feminists
in recent memory; it could be observed, however, that even this short list of

concerns finds its way into the Amherst curriculum largely by luck or accident.

- Qur questionnaires and interviews clearly attested to the difficulties in teaching

courses at Amherst College that were either focused on women d: dependent on
feminist methods of inquiry. Uantenured women in particular felt little
encouragement in that direction and suspected considerable risk. Women Ffearasd

that their credibility might be at stake; as many men as women assumed that such
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"radical” work could ouly be consiaered by those with tenure. That a faw
departments support feminist inquiry makes the:College's'general lack of organizad
response to this area look all the more .glaring.

As a result, the grass roots efforts‘that tlave been traditionaily relied upon
to create a program or department are thwarted. The evidence suggesté that there
is a fair amount of interest in women's studies but little research and teaching
in the field and even less hiring. Ounly one-fourth of the respondents to our
questionnaire ans&ered that they téught either small units on women or used
feminist methods of inquiry in their seminars. Just over half of our respondents
are in departments that have considered hiring someomne with expertise in women'é
studies, but only one search to date has both specified and ultimately hired sucﬁ
a candidate. The numbers of courses offered are about what one would expect: in

1984-85, the women's studies section of the catalogue will list a record number of

coﬁrses, twelve,»eleven of which will be given (out of some 400 courses offered in -

the College as a whole). 1In past years, the women's studies coutses have been
breasonably popular--an achievement, considering the scant encouragement offered
students to take such courses and the haphazard manner in which they are

- coordinated. There is no coordinatiom, t§ speak of, as evidenced

by the imbalance between fall an& spring coutrses tfor example, in‘1982-1983-ther§‘
were four courses in the spring, none in the‘fall; in 1984-1985, there will bé B
three fall courses, eight in the spring).

In order that we sérve our students' needs better, that we‘not allow our
curriculum to become obsolescent,»aud that we better aﬁtract and retain feminist
séholars, we Beiieve-that the time has come for some structure that can support
and further the aims of women's étudie#. Amherst College has a strong tradition
gf interdisciplinafy studies; it is completely appropriate, as it is overdue, that

in a more formal and more extensive way women's studies be a presence on our
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campus. The "negative signal' created by the lack of this structure needs to be
ended: it will be easier to hire and keep scholars in women's studies when we have
a program or department that can either jointly or fully appoint chem, and which
can work with existing departments to ensure a hospitable enviroument for
feminists when they are interviewed and when they begin to work hera.

How, them, to effect what we believe sﬁould be effected? Wé recommend that
the President ;nd the Committee of Six appoint a committee to design a proposed
Program or Department of Women's Studies. Their proposal, we hope, would be
reviewed by cﬁe Committee on Educational Policy and the Committee of Six and voted
on by the faculty. We suggest that this committee be created because it seems '
clear that evidence of support for women's studies from the senior administration
and the Committee of Six is essential aﬁd because it is important that the
prdposal_then‘go,throdgh reguiar channels fér approval in order to ensure its
V‘ creaibiiity thfoughout the community. Not e&eryone will favor the new départment
or program, to be sure. Nor should’one aséume_that the staff is meant to be
co-extensive with the population of female professors at Amherst of‘that it would
be restricted to womeﬁ. |

The first task of the new women's studies entity is co-ordiﬁétion.of.exisﬁing
womgn's‘studiés cburses'and planning for new offerings. We urge that an
in;roducﬁory.womeh's studies course be added as soon a§ possiﬁle and that a fuller
curriculum be designéd in consultation with the CEP and with as many interested
.members of the coﬁmﬁnity as 1s possible. Current differences among departments
*: need to be considered carefully and additional appointments sought: some'fields
are adequately covered while others are'severely neglected, df immediate conce;n
are women's history, génder and science; feminist social theory, and women in the
afts.

Second, it is equally important that the new program or department be reliably

staffed. The College has invited, if unconsciously, the widespread impression
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that feminist scholarship does not get fairly evaluated. Since the institution's
own rules of confidentiality prevent it from dispelling .whatever may be false in
this impression, it should pursue all the more vigorously the positive steps open
to it in supporting feminist scholarship. One action that cannot help but lmprove
the atmosphere is to ensure that feminist scholarship is evaluated at least in
part by those who believe in its positive values. It matters that all members of
the faculty feel a semse of confidence that their work will be judged om its
merits, particularly given the very sensitive history of tenure cases involving
research about women and feminist methodologies. A uomen's studies department or
program that can participate,actively in the tenuring of its members is much
needed. The committee_on,women's studies should keep firmly in‘mind the.
advantages of a3 department that votes on the hiring and tenuring of its nembera
'versus,a program which, under current~taculty leOislation, does not-;

| Third, the women' s studles entlty should be well—funded and generously
Supported from the start. An adequate budget, secretarial resources; and offlce
" and lounge space are essentlal. There ls foundatlon money availablie to encourage
development of womeu 8 studles programs, as other .area colleges have demonstrated
and out51de fundlng should certalnly be: SOught. We judge it necessary that

Amherst Co;leoe commlt some of its own money, partly for reasons of morale, but

Finally, a women's studles department Or program, should one come about, would
need.to steer between the equal dangers of becomlng Lsolated from the rest of the
curriculum, or of becoming entirely assimilated. If fully 'mainstreamed," those
in the program or department might feel a need to blunt the crltlcal edge of their
courses to make them conform more readlly to the general curriculum. The choice

between Program or department should be addressed with these issues in mind,
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though much more is at stake. Our research indicates a strong preference for
jointly appointad faculty in women's studies; all "studiesﬁ departments in the
College now have their members jointly appointed with another department., Were
women's studies to follow this model, as we hope it will, its faculty will have
ample opportunity to teach with their colleagues in departments, including the two
that have appointed them. The creation of a department or program in women's
studies cannot be seen as relieving the rest of the curriculum of all
responsibility to confront feminist methodological and substantive challenges. We
believe it to be the fear that women's studies faculty would be nothlng 1f not
thoroughly marglnallzed that has kept some of the very colleagues who work in ,
~women's studles.from actlvely campaignlng for a'program or.department capable of
eupporting(tnem. | | |
There ‘is, then,Aa laroe network- of issues that a women‘s studias program or
department will address. But how women s studiés relates to the curriculum as a
whole 1s too complex to be dealt Wlth solely by the introduction of a new program
or department. We also recommend the establlshment of a comprehen51ve program of
faculty development in women's studlee. As a way to encouraoe contlnulng
lntegration of womenfs studies courses_into=existing departments; wetéuggest that
“new funds te made available. for summerland‘saobatical grants for investigations
intO’feminist scholarshlp or into reeearch about women. bﬁé possible model would
have small grants (around §3, OOO) to be disbursed over the next ten years; several
each year, with some dlstrlbutlon for rank age, and gender among the rec1p1ents.
In addition, the Bruss”Readership~could profitably be expanded to more than
oue appointment per year so that its provisions for course release time and
faculty re-education would]benefit more members of the‘faculty; The delay ln
appointing the first Bruss reader and the decision to seek a readership rather

than an endowed professorship have been seen by some as
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indications of the College's low level of commitment to women and to women's
studies. By expanding the program, rather than cutting it, the College can begin
to change that impression. It ls important that women's studies be made a
priority of the institution in all ways, including financial ones. Finally, we
recommend that extra travel money be made available for all members of the faculey
wishing to attend women's studles conferences. As in any rapidly developing
field, communication with scholars ou other campuses is partlcularly useful, all
the more so while women's stud1=s is at an early stage. The travel allowance is
now barely sufficient to cover the expenses of attending conferences in ome's
tradltionally defined discipllne; we think it important that colleagues not‘be
requlred to choose between keeping'up with fields they have»always explored and
-turning tovnew areas of inquiry.

One colleaoue whom we znterVLewed said that the chanoes surroundlno women's
stndles should not make anyone feel threatened that people should be‘made "more
comfortable. In-a way, that is ome thing that we hope for--that' those d01n0
‘ research ln women s studies will feel less "odd " less isolated in the community.
But we also hope that the dlscomrorts attendlng the changes that we propose, and -
surely there will be some, will be percelved as challenges worth meetlng. The
presence of a v1tal women's studies undertaklng and the accomnanylng changes in
etlstlng departnents will maxe our. curriculum ‘more respousive to the needs of
those we teach raise the morale of those of us who have seen such work
dlscouraged or dlsparaged keep us in touch with lmportant developments in
scholarship and at the same tlme, contribute to making Amherst Colleoe the kind
of educatlonal institution that canm attract and retain a fuller»range of scholars

and students.




45
V. Are the reoularly accepted practlces of the College predlcated on a model of
the one-career family with spouse's support?

This question is more than a little ungainly. Where to stop when making a
list of "regularly accepted practices"? 4nd are not all three of those words in
one or another way problematic? Having picked and chosen, perhaps it .is not after
all surprising that we begin with tenure, a matter so long fetishized at Amherst
that it would necessarily appear somewhere in this report, even though no question
in our charge specifically speaks to it. To turn first to tenure may itself
suggest something of a problem for women at the College. It is striking; in any
case, that more than twenty years after the first tenure-track appointment of a
woman, ﬁore than fifteen after the cousistent membership on the faculty of tﬁq or
more tenured and/or tenure-track women, and nine years after coeducation began. at
Amherst, a number of departments have yet-to.see a woman stand for'penﬁre, much

less be appointed with it. TIn not. one of the departments of physical science or

mathematics has a2 woman been appointed with,or'stood for tEnﬁre (the first to

Stand will do so in the fall‘of 1984) and the same is true of the second and

'thlrd largest departments in the social sciences as well as the third 1arvest in

‘the humanztles. It is not a happy record The obvious solution is to hire more

women faculty bothvwith‘tenure.and invtenure-track junior positions. This report
addresses such a need in many places and in many ways, as it does the need to
merove the condltlons of work for women faculty who are and will be at the
College. 1t is common knowledgethat in case after case women have chosen noe to
stand for tenure, resigning for reasons of principle before, and sometimes long -
before, the year of decieion. -Bp our count,‘and as of fall 1983, at 1eest eleven
women oﬁ Cenure4Erack'appoiutmehts have resigned before the tenure decision,
whereas only twelve women teaching faculty have been grenced'tenufe'in the

twenty-one’ years women have been in tenure-track positionms. Another group has not.
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been given a renewal appointment, thereby eliminating by definition a chance at
tenure. A number of men faculty fall into these categories, too, but in a
proportion significantly less than that of women. Recent history demonstrates
that about two-thirds of those hired with a chance of tenure do not receive it.
Through both interviews and questionnaires we have found no subject generating
more faculty thought and feeliﬁg than the tenure-review process itself, and in
particular the tenure clock. The present practice appears to Qork, sometimes, to
the disadvantage of women.

When, under the usual circumstances, the College requires a decision earlier
than some of its peer schools--in the sixth year--it has to assume a life in the.
main free from certain "distractions" such as childbearing and/or oeing"v
fesponsible for chlldrearing. So to assume was_aot unreaeonable»when in the
standardbpattern of American professional,lifevfaculcy, nearly all of whom were
men who_lived at of_oear-che College, did noﬁ have primaiy responSibility for
raisinglchlldren. Many were not~married some who were married had no chlldren,
“and most, married and with a chlld or chlldren, had wives who dld the bulk of the

Achlldrear;ng. Now. that a great. many Junlor faculty at Amherst do not fit any of
these oatterns, it may‘be time to consider revising'the tenure clock. 'We note
that sentlment for doing so is strong amoug both sexes and across the rauks.

We recommend that the probatlonary period be ex:ended to eight years; that for
each childbirth a faculty member of either sex be allowed leave at 60% pay for one
year or at 100% Pay for one term, this leave not to be anluded in the eight-year

_ perlod if the candldate so desiras and aot to count as leave when determlnlng
englblllty for a sabbat1ca1 that the College normally commit icself to supplylng
- a replacement when a faculty member is on maternity or paternlty leave; that
regular appointments during che probationary period be in four-year umits (which

might also better suit the current regular-leave policy) rather than three; and
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that, with the concurrence of the department, a candidate be allowed to stand for
tenure before the eight (or more) years have expired if he or she chooses. The
faculty on whom we tried this set of proposals in interviews wers enthusiastic
about them all. Junior faculty.generally thought that having the optiom of a
longe: probatiocnary peribd was in their interest for a number of reasons: the
increased reliance, observed by all, on published work in the tenure
deliberationé; increased committee assignments for junmior faculty in the early
years; the increased iikelihood that spouses would be working as well as that one
or both of the partners in a marriage would be commuting; and :hg knowledge that
one's chances of a good job after Amherst, were tenure not grantad here, yould‘bé
increased if one has had more time in which to gain recognition in the national
community of scholars. A majority of senior faculty seemed to approve for these
very reaséﬁs.and also because, like junior faculty,.chey know that i:’does indeed
happen that tenure decisions are now sometimes made before those making the
decision have as mu§h information about a candidate as they feel they would want.
The chief objection to this lengthening of the probation might be that
unsuccessful céndidafes would be searﬁhing for the next position, if they
searched, at an age that could put them at a further disadvantage Qis-l—;is those.
coming égt of graduate school. All junior faculty we talked with said they would
-readily accept this trade-off, especially if they had the optioun of a decision
before the eighth year. The cost of a more liberal maternity leave policy and the
introduction of a paternity leave policy (Staﬁford, incidentally,'has both) would,
we believe, be more or less offset by the slower promotion schedule am eight (and
sometimes more than eight) year clock would entail. Again, th;se asked said they
wguld wiliingly'forego promotion, salary, and status for the longer probaﬁiou.~
There is a perhaps inevitable danger that tg increase the waiting period would

increase the expectation of scholarly performance proportionataly: once mors, our
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respondente would willingly accept that expectation. Another possible danger
would be that the reappointmeat review in the fourth year could become tantamount
o tenure review. Here, too, although we would like to see that review be more |
rigorous and would like to have its substance conveyed to the candidate more fully
and more opealy than is now the case, we would want it understood that
reappointment would not comstitute putative tenurs. We coasidered oue furt'ner-
possibility, that of not beginning the clock until the dissertation i is

finished=-or at least delaying for as long as two or three years in such cases.

In the end we thought, and so did those to whom we talked, that adding those years

to the eight (plus) might comstitute an exploitation .of junior faculty that would

11l become the »College.- But we hope that the Committee of Six would hesitate even

wore than it does now before it ass1gns to. t:1me—consum1ug cormnit:tees' faculty who

have not: finished their dissertations. Our beller is that the more liberal pollcy 5

here put forward would be a s:.onlflcant fact:or in recruiting women (and men)

junior faculty aand then in reca:.n:.ng them. - And chere is no questlon that what is

‘now a ma_]or anxiety amoug junior faculty would be somewhat relleved t:he present
tenure clock does cause people to delay having chlldren, and not infrequently, by
theJ.r own testlmony, it prevents people from having them. No one woulclargue‘ that
"t:hat-is ; small price to pay.

We have one more _recommendaciou in this aree, one that wﬁ'.ll no doubt be
resisted streauously by some buc one that we think would in certain cases work to’
the desired advantage of women (and men) junior faculty. We believe rhat it would
be constructive were there to be p'resent from the beginning of a departmental
- Lenure or reappointment review proceeding a member of enother department. This
outside reviewer, who would have to be approved by the candidatsa agd by the
candidate's department, would ensure. that the"department followed all necessary .

procedures, but he or she would not independently evaluate the candidate's work

-
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and thus would not have a vota. Our thought is that an outside reviewer could
bring to the conversation a perspective that might make it more thorough and less
biased (in whatever way) than it may on occasion now be. The reviewer could also
énsure, as has not always happened, that the department give the candidate as
complete and frank an evaluation as possible after the review. We realize that
the procedure we recommend may often be unnecessary and may occasiomnally encumber
departmental deliberatioms, but we believe‘that more.would be gained than lost.

It seems to us that, despite ILS and the infrequent colloquium, the College is in
a period in which departmentalism has been carried about as far as is healthy. To
reduce it even slightly in tenure and reappointment matters‘should be desirable.
For example, although it may hapéen only rarely, there is reason to believe that
when conducting a tenure or reappointment review a department can act in good
faith and-yet not altogether competently. Our sense is:chat if thers have been
‘oécasional abuses in tenure or reappointment reviews, they have‘come usgally not
at the level of the Committee of Six or the President and Dean, but at thaﬁ of the
dep#rtment. This is a perception.shared by m#ny, to be suré, aﬁd not merely by
somevdisappointed candidates. Ceftain other‘schools do routinely have members of
other departments present at such delibérations. This preéen;e,,wé have been
told over and over, would increase the confidence of candidates in the
proceedings. The Committee of Six. we hold tb be the appropriate body to name such
extra-departmental participants.

Nearly everyome we talked with had something (strongly feLE) to say about
~another "regularly accepted practice“ of the College: the ekpect;cion that faculty
‘live in or near Amherst. Responses'ﬁo éolleagues who commute are particularly
complica:ed. (By a commuter we méaﬁ'someone whose‘principél residehce is; say,
more than a half hour from the campus.) Among those who filigd out the

questionnaire, nearly all claim that they do not consider that commuting
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colleagues "contribute less to the College than others.” And yet at least half of
these respondents think that "commuters are regarded by some as 'less than full

"" It is possible that nome of those "some" replied to the

colleagues.
questiounnaire, but it is not likely. Rather, it looks as though few will admit to
themselves conscious disapproval of commuting, but that a great many will
attribute some disapproval, comscious or not, to others. We think the disapproval
is much more common tham is generally admitted, and we raise the subject because a
number of commuters now are--and quite possible in the future will be—--women.
There are many reasoms for choosing to'c_ommute, or for believing that in effect
one actually has no choice in the matter if one is married to or committed to |
someone. whose work is far from Amherst. (In what follows the words snouse,
"husband' " and w1fe"_ are‘ used for convenience; we mean to mply nothlng about the
._other forms of relatlonshlp whlch have not yet generated equally conven:.ent A
terms.) ' Husbands stlll sometlmes get establlshed earl1er in careers, which means

. that a house may be purchased near his place of" workb Should the College : “
dlsregard potent1a1 faculty members who dld not get the:.r careers begun before
thelr spouses did? If the chronology is reversed—-—and 1t must J.ncreasz.ngly be the
case that women get the flrst or "better'™ _]ob—-then trad1t10na1 modalltles of |
.deference may functlon to locate the couple near the husband s job, a tendency
.promoted by the fact that academlc careers do tend to be more flexible than most
others. And, irrespective of dual-career conszderatlons, some faculty simply (or
unsimply) want or need a more independent life than a small colleoe in a
not—very-large town can offer. It appears .that, gi?fen..the local job market in the
profess:.ons», it has been and will remain only a lucky few couples in which both
partners are able to find the work they want in this area. The College has
responded ambiguously to this situation, with largely negative consequences for

commuters. Some are told at the time of hiring that their commuting will not be a

P
s
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problem, only to find that it is held against‘them as '"uncollegial," a sign of a
"lack of commitment," when they are being evaluated for tenure. Some are
reassured by the administration that it is acceptable but told by departments that
it is not. Others invoived in dual households feel pressured by tﬁeir departments
to remain in town even on weekends, thereby throwing the burden of commuting.on
their mates. 1In other words, though commuting is often a matter of éircumstance
rather thaﬁ of choice and is not directed against the College, this divergence
from an older pattern is perceived by some as a form of rejection or attack. It
is ironic that the extra time, expense, and effort taken on by commuters in order
to teach at -Amherst should be so perceived. We would add that some cbmmutefs :
mentioned feeling more isolated than need be: faculty appear to forget that
';ommuting colleagues can be consulted by telephone. |

It would seem that it is time Amherst openly considered whether or not it can
~.make room fo; semi—residentialiaﬁd'noﬁresidehtial faculty, and if not, fully'tot
consider the implications of such a position in terms of its official suppbft_of‘
the idea that women and mén should have tﬁe same opportunities to pursue careérs:
The benefit to the College of_héving faculty who commute is that certain pefsoﬁs
will join thé faculty who, when commuting was as much as prohibited, would not
have been.candidatés for positions here. Another is that commuters do bring to‘
their work--of alllkind$-~expérieﬁces of the mind and of life‘generally that
benefit colleagues and students alike. For instance, a non—metropolit;n collegé
may pfofit from what those who live in or near 5 major populatién center offer.
-'Whether he or she lives in a place 1arger:or smalier than Amherst, a teacher whose
life is centered less on the d#y to day functioning of the College may providé a -
usefully differené perspective to stﬁdents.  One positive'aétibn thg_College
should take here would be to stop reSﬁricting the'second mortgage policy to those

who purchase residences within ten miles of the campus. That policy discriminates
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against those who commute, it causes ill feellng, and we hcpe the College removes
the mileage restriction altogether. Institutional self-interest, as we understand
it, suggests as much. Other actions the College might take to make the lives of
commuters easier to manage (once more we consciously repeat ourselves) invclve
scheduling: authorizing late afterncon and evening classes, being less insistent
that a course in a given department not conflict with another in that department,
and demonstrating more flexibility in ;he scheduling of staff and committee
meetings. All these recommendations are based on the belief that the College
should want to make as large as possible the group from which it selects its
faculty. At times it does look as though "regularly accepted practice" sacrifices
talent for loyalty and manageability.

Another matter, not necesSarlly dependent on gendervor on whether one
commutes, we would address here for lack of a @ore suitable place in thlS report.
Often in our conversatlons with junior faculty we heard dlsapp01ntment with how
llttle is done to accommodate the spouses of faculty arriving at the Colleg
Other area colleges do do more, and in an institutional way, for spouses. At thel
least, rhe College should make it possible for faculty spouses to have access to
Five College facilities-—especiallf library facilities-—-and it might coasider
providing some rudimentary information regarding employment,lbcth.academic and
non-academic, in the Valley.'

A last regularly accected practice at the College may requlre more skeptlclsm
about the usefulness of the phrase itself than quotatlon marks can convey. When
~on the questiounaire we asked about faculty social life; we received any number of
claims that it did not_exist——or at least thae the present atrophied version was
so inconsequenrial coﬁpared with whenever,it was ae to make the question moot.

But it is not felt to be moot by some of'those who know better. It does exist

- (how could it not?) and if its primary embodiment is no longer a weekend dinner
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party for seven or eight, there is no question that it coamtinues to be
marriage-and-family and near-the-College oriented. It would be foolish, of
course,.to ask for this or that alteration in patterns of informal,
'non-institvtional socialization. It would be irresponsible, on the other hand,

not to set down here the concerns we heard from uolleagues, many of . them women.
Granting o casional promineat exceptions, those who are single or junior or do not
live in Amberst perceive themselves as excluded from whatever is the main form of
faculty so: ial }ife. And the fact that Amherst is a small college in a
middle-siz' d town tends to intensify this counsciousness of what is felt as
exclusion. More than one woman faculty member mentioned to us that they are
thought by male Faculty to have much more active end varied soc1al llves than they
do have.‘ ""hén one does not have Lt, when women faculty flnd_lt more complicated
than do'ﬁa e faculty to haue SLgnlflcant frlendshlps with students, and when one
is also ma- 01nallzed as a teacher, one may not bevat one's day Ln, day—out best.
_How unfort-nate thle 51tuatlon may be 1n a strlctlv profeSSLOnal sense 15 a
question, or all faculty want to. trust their colleagues to make_the critical

career dec sions about others on prescribed intellectual grounds. 1In a less

strict sem: e, it is no news to note that a teacher's non-professional life affects

hisvot her professional lifevin the most important ways; ~The beginning of“turning
- no nens into good news may lie only in asking faeulty not to be naive or unfeeling
about’the lives of others. |

- Perhaps nhat runslthrough all that has been_addtessed here--tenure, commuting,
the treatment of faculty spouses, social life-—are such large, deep, and
cemplicated matters ds socialization, mutual confidence, and its cognate,
.confidentialityi Some questions are more difficult to answer than others in a
. repott such as this. If a general conclusibn to tnis question were to be

attempted it might be that in a small institution devoted to teaching_and learning

i
|
1
|
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it behooves everyone to be alert to the fact that in a number of ways the College

is much less homogenous than it was as recently as tweaty years ago. We rehearse

the obvious, and for an obvious reason. That the lives of faculty differ more
than they once did is a cause of strain often noted in these pages but also a sign

of 1nst1tut10nal health. To bring certain practices of the College more. into line

with the changed patterns of (some) faculty lives can ouly benefit the teaching

and learning we do.
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VI. Has the College adequately recognized the demands of childrearing as well as
childbearing? ,

Several aspects of College policy suggest that the institution has attempted
Lo meet certain major perceived needs of parents, including the availability of
maternity leave and the establishment of tenure-track or tenured part-time
positions. We have some policy changes to suggest, but would like to focus first
on the unofficial aspects of College life that have made it difficult for women
rearing children. |

First, there is what sometimes looks like a negative attitude toward children,
ob;erved in the way we talk about them, -that is at best ironic for an educational
institution. What seems like hostility toward children may actually be directed
toward their mothergj who are seen ‘as not reéring_their children fullftime, as‘
woﬁtn of pteVious generatiéns mostlyvaspired to do. The Benefits of having
thildren'appear rétély tbite discussed"instead' children are often perceived as a
-“cdqflict,' partlcularly for women, as.a responsibility that takes away from oné 3
A cdmmitment to teaching and scholarshlp. There has seemed someth;ng vaguely |
unprofesélonal about a woman's decision to ‘have chlldren' one colleague recalled
that her pregnancy surprlsed people, whlch caused her to conclude that it simply
had, never occurred to those who. knew her professionally that she would want to
have a child. Aﬁale faculty have.not oftéq_hadkprinciﬁal child care
résponsibilities and, when they have had them, it is clear that they are de@arting
from the traditional parénting role suffitiently to arousé no thoughts that they
-have forgotten their jobs by becoming parents. Several women told of male
colleagues ‘who brought children to meetings or had to leave gatherings early in
order to be‘with their families; In countrast, the same and other women sPdke of

their own reluctance to do6 likewise for fear of appearing unprofessional. One

said that she had never tried to reschedule a meeting when her child was sick; she

|
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would herself claim to be ill before she would do anything to remind her
colleagues of her responsibilities as a mother. Another mother felt that her
child care responsibilities meant all the more that she had to keep to a strict
eight-hour work schedule on campus. We learned that in certain cases women who
nad not requested maternity leaves, even after they were instituted (which was not-
long ago),‘planned to give birth during vacations or sabbatical leaves. What
necessarily results from such choices is the impossibility of devoting oneself
full-=time to scholarship during those periods specifically set aSLde for that
purpose. What these conversations suggest to us is that women have internalized
all too well the social judgments that mothering compromises teaching (or any
other job), rather than potentially focusing and invigorating one's professional
commitments. | |

One 1nstance of the effect of tth negative rhetorlc comes to mind. Some
faculty &omen reported belno mlsunderstood as etpreSSLng anger or hOStlllty whenv
they left a meetlng t6 nurse an 1nfantlor could‘not lmmedlately agree to a meeting
time because they needed to arrange baby51tt1ng flrst.' A department may be
supportlve and enthUSlaStlc in pr1nc1p1e when one of its members becomes a mother

and still, by habit, continue to schedule meetings at awkward times without

stopping to counsult her. Surelv they can just speak up, one might think, and

remind . thelr colleagues of their needs to spend time with their children. But the

socialization of women not to voice their needs, the fears'of appearing

unprofessional mentioned above, and the sense, dlscussed throughout this report,

that they are somehow marginal in the 1nst1tut10n—-a11 these factors make such a
simple solution quite complicated.

Ideally, there should be the greatest possible flexibility in class

scheduling, committee assignments and advising loads. It is important, however,

for these decisions to be made in the context of open and. continuing conversations
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with the women involved. For a department to "protect" a woman without asking if
its actions are what she herself wants is to behave as if women were helpless. On
the other hand, individual women cannot be expected in every case to remind their
senior and administrative colleagues that their child care fesponsibilities come
into play every time a meeting is changed or a new committee assignment
introduced.

In addiﬁion, thére are official College policies which should be changed. To
offer maternity but not paternity leave to its faculty is to assume that only
women care for children. The institution serves neither its faculty nor its
students when it acts as if childbearing and childrearing affect only women. Our
students can benefit from the exémple of a college that assumes that childfen may
be reared by women and/or men, that something other than biology determines
suiﬁabilityvfor parenting. Another College option, thataqf part-time
appointments,.alreadyvmakes this assumption. ‘It‘remains an attfactivé cﬁoice.fér
'sevefal of our colleagues and should certainly be éontinued for women and for
' Vmeﬁ. Efforts are underway to alleviate the rather petty provisiomns in féédltf
legislation which pro—rate'benefits for part-time mémbers of the faculty (travel
and entértainmenﬁ allowance, among other things) and we eﬁcourage the
administration to make these changes as soon as possible. Part-time faculty teach
partial loads, but gengrally.thEy are full-time meﬁBers df the community; sharing
in departmental,:advising and commiftee responsibilities"equaling those of ﬁheir
cqiléagues._ Bu; teaching part-time is not.the only way to'free up time for ome's
children and, indeed, fof those who cannot live on a part-time salary, it is not a
: choiée at all. It is ce:tainiy not possibleAfor most siﬁgle parents. The College'
cannot conclﬁde that by offering the option of part-time teaching it has
adequatel} dealt with the issues sur:ouﬁding childcare.

There is official action that could be taken. We strongly recommend that a
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~day care centar be created. The effort to institute such a center has already
been begun by some faculty and staff members who met during the spring of 1984 and
certainly the lack of such a facility was a frequent topic of discussion during
our interviews. The questionnaire data suggest that most families with children
thought that they would use such a facility and that its absence now limited their
involvement in professional activities. Though there are several day care centers
in the area, much is to be gained from the couvenience of having one on campus.
The creation of such a center would be a welcome signal of institutional awareness
that faculty (and staff and students) have children whom they are not always
available to attend. To provide affordable, convenient, and effective day care,
would benefit the College_generally, not only those parents of young children who
would be its‘actnal users{

It is the'arrival of women as members of. the faculty whlch has made the lssue
of chlldrearlng an lmportant one on campus. There is a danger that we will see
chlldren as a "women's lssue,” that women w111 ‘continue to be treated as the 4

normal" prov1ders of chlld care. But for‘the many teaaons discussed ahove, it
has been harder'forvwomen than for med to balance theit lives as mothers and as
' teachers and scholars. There is no easy answer to the tensions that may arise
among these roles. We hope that the College w1ll assume.a greater responsibility
for allowing its faculty and.staff a fuller range of choices as to how they will

mix professional and personal lives.
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VII. The commlttee should review current College policies designed to
accommodate women's life patterns (maternity leave, provision for regular

part-time appointments), and it should review other policy issues which may affect
the recruitment and retention of women faculty.

In order to address this part of our charge, which we take to be a request

further to interpret our findings and the situation that prompted the formatiomn of

our committee, we supplemented the information provided by current faculty members
with extensive conversations with faculty members (male and female) who have left
the College over the past ten years. We were distressed by the voluntary
departure rate among women faculty members and interested also in the experiences
of others who had been denied tenure or reappointment. As is cqnmon'knowledge;
there has been a troubling series of deciéions not to stand for tenure in and of
re51gnat10ns from a wide range of departments, lncludlng Amerlcan Studles,
Blology, Black Studies, Chemlstr], Cla351cs, ‘Dramatic Arts, Economlcs, EnOILSh
Fine Arts, Polltlcal Scxence, and Romance Languaoes. In addition,'accnrding to’
the Offlce of Instltutlonal Research, a lower percentage of women then of men
standlng for tenure has been oranted permanent appoxntments. In the past six

years 58.8% of the women and 67.6% of the men standing Eor tenure have been

_granted it. We also note that the recruitment of women faculty in tenure-track

pOSltlonS declined in recent years.' In 1981, four women and four men were.hired;

in 1982, three women and eight men were hlred in 1983 one woman end nine men were
hired.
It weuld‘be difficult to do justice to the variety, insight, and thought ful

concern of the responses we received, but we did find significant consistencies

which we believe help to illuminate the issue of women's working conditions at

Amherst. To understand what many women faculty at Amherst now feel about their
lives as professional teachers and scholars, it may be necessary to listen to what
some of those no longer here, as well as those who are here, have told us about

the past. Some women faculty who read this report may not feel that their own
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experiences accord with the ones we recount. Nonetheless, worst cases are
revealing, and we are couvinced that learning of and from them is necessary. We
will focus chiefly on what it has been and is like for women faculty once they are
here, but the experiences women have had as candidates and as departmental
participants in recent job searches have also emerged as a significant problem .
We consider that all of what we address here speaks to the large~-—there may be no
larger-—question of morale.
ﬁe begin with the matter of appointments and recruiting, anecdotal accounts of

which corroborate the statistics to the effect that the College's commitment to
Equal Opportunity is.sometimes'problematic in:practice. Women.faculty members
from two. departments reported instances in which women candidates refused offers
exp11c1tly because of the way they were treated during their 1nterv1ews. A third
instance was. reported in which discussion of a woman candidate s phy51call512e and
soft-spoken manner were assessed as neoative attributes even thoegh the candidate
"had excellentiqualifications.. In two more cases candidates themselves reported
that they did not feel they were being glven serious con51deration, that in fact
the job had already been earmarked- for someone else. Several women from various
departments have been told that . their departments have ' enough" women, that they
have filled their quota. One department felt that it could not and should not-
- have two.women teaching in the same large subarea of its discipline even thongh it
had two positions in that field. One woman was told by a senior colleagoe that he
feared the department would be "overrun" with women if it hired any more. An
interestingly complex version of a similar position was encountered by one of the
~ faculty members who reSLgned in 1979. During the public meeting she and two of
her colleagues held to explain their resignations, she was asked how recruitment
of women might be done more affirmatively. When she replied that the department

might advertlse in the journals in that field focusing particularly on scholarshlp
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about women, the response was;'"But we don't want that kind of woman." Statements
and implicit policies like these could, as perhaps too great a part of the
community is unaware, provide grounds for legal action. But more important to
women candidates and faculty members themselves is the chilling effectvthat such
comments have on their sense of colleaguesﬁip. IE Amherst is to be a place where
women can participate on an equal footing, male faculty members must realize how
deeply their comscious or unconscious arrogation of p?oprietorship undermines this
possibility., |

The sense women faculty members sometimes have that they are allowed at
Amherst only on toierance rather than included as professional colleagues :
permeates many facets of their working and even their peréonal lives once théy ars
here;’ An overwhelmlng majority of the women who spoke with us stressed the
continuing phenomenon of thelr lack of "credlblllty in a number of Amherst.i
-contexts. The women hlred in the early tovmld sevent1es experlenced‘thls
phenomenon in perhaps its most_extremg forms. Coming Erom prestigious graduate-
schools (Stanford, Chicago, Yale, etc.) where they were also in nearly all-male
environmedts but where they felt they were listened. to and taken seriously, they
saw themselves as capable, well tralned and professionally . cbmmltted
intellectuals. At Amherst, they fel; they were regarded ins:ead with suspicioﬁ'
and diéréspect. The memories are diverse and telling. Astonishing as this may
seém, they remember never being ésked in detail about their own work. Very little
mentoring evidenﬁly took place. A distinguished former visitor, hgre for more
than one year, recalls Amherst as "a diminishing énvironment compounded of
prejudice against peaagogical purturance and disapproval of those women who became
overworked iﬁ trying to respond to a largely unnurtured student population." As
- another woman states, “The Coiiége had an image of us to which we did not want to

conform and we had an image of ourselves which the College was not willing to
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acknowledge." Tt was, of course, undermining continually to experience the
4

inability of colleagues to see them as competent or to see them at all. In
retrospect it appears that there may have been a clash of cultures at work, not
fully perceived hy either side. The women felt that they knewrthe academic world
well. Some male faculty members seem to have perceived them as outsiders.
Translated into individual terms, this marginalization was felt painfully oy many
of the women, most of whom had not been led_by early experiences to anticipate it.
bThere seems to be little mystery, then, to the resignation of a group of these
women in 1979 and to several subsequent resignations, though there contlnues to be
both a great deal of interest in and a certain amount of mystification concerning
such departures. The three womeo who held a meeting in 1979 to explain their
leaving concurred that the question for them was not why they wereiresigning, but
why they should stay. The day to day disparagement they encountered showed no
51gn of abatlng after six years, colleagues outside the'institution proved far.
more lnterested in and supportlve of thelr research than those 1n51de, the
‘institution conSLStently reiterated lts bellef in and commltment to a moré or less
"siagle v1ew~of‘1tself and the world which would brook few variations and
.alternatives.
Academic women are, of course, encountering problems at many institutions. "In
the course of our investigation, we became aware of committees with charges
‘similar to ours at Smith; Yale, the University of Massachusetts, and the
Uni;ersity of'Wisconsin, to4name a few. But the particular Amherst ethos was
cited by several women who now have the perspectlve of more recent experiences
elsewhere as flgurlng greatly in the way these problems have been felt and dealt
with here. There seems to be a kind of sacramental aspect to life at Amherst
which casts criticism, no matter how concerned and committed, as a species of

desecration. Certain faculty members,,then, engaged in imagining how things might
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be thought of or dome differently have felt themselves discounted as, to coetinue
the religious metaphor, infidels. Too large a proportion of the respondents (men
as well as women) to our questionnaire remarked that they did not feel their
contributions to be welcome in faculty meetings, and that there wae a particular
style to these meetings which dampened discussion. A Ffurther oddity remarked upon
was the fact that the content of suggestions for change did not seem to matter as
much as the person making the suggestion. An insider/outsider psychology seems to
prevail even at the senior level, putting both sides on the defensive. It is
perhaps due to this psychology that attempts to make room for a greater range of
voices are treated by some as attacks upon the very foundations of the ‘
institution.

These are but a few SPeCeIations, The fact remains that some bewilderment and
much dissatisfaction felﬁ by‘wpmec and, no doubt, by others over the past ten to

twelve years have arisen From the discrepancy between the College's stated ideals

"(of openness, diversity,,intellectual adventurousness) and its practices. One

. woman commented that because Amherst began hiring women and iacluding Third World

flelds 31multaneous1y the women in these fields (of whom there have been a

'Substantial number) have labored under~a doubLe burden of'proof. They are

"diffefent" because they are women and *different"bagaie because their work
unsettles traditional conceptualizations in and of their fields. The same double
burden has sometimes been felt by women who use nontraditional approaches in
traditional fields. Senior women observers agree that it has been harder for
women whose work is perceived as in some way nontfaditional to get tenure.
Further ev1dence that this has been the case is provided by the instance of a
nat10na1 organlzatlon Whlch delayed. its acceptance of Amherst College as a member,

questioning, in light of the way the College had evaluated two nationally

respected junior scholars, our seriousnmess about the field.



VII 64

A very recent instance of the kind of discrepancy between policy and practice

that lowers morale is the appointment of the Dean of the Faculty without an

Affirmative Action search, either national or internal, even though the Dean

himself vigorously registered his discomfort with this procedure. ye feel that it

is unfortunate in terms of the signal so given to advocates and opponents alike of
Affirmative Action that the position of the person charged with overseeing the

‘implementation of Affirmative Action in faculty hiring was in this case itself

made exempt from Affirmative Action procedures. One wonders if it might not in

fact weaken the Dean's hand in performing this aspect of the job. We hope not.

Furthermore, during the debate at the Commencement faculty meeting, it became .
apparent that not all faculty members were conversant with the College's
Affirmative Action policy. It was argued, for example, that certain other

positions, such as that of College Treasdre:,}were exempt from Affirmative Action

guidelines, even though the College's published statement. of its Afflrmatlve
Action policy does not exempt such p051t10ns.
Much of the hlstory of the AfflrmaC1ve Action Committee reflects 1nst1tutlonal

resistance to that policy. After two initial years w1thout a tenured member, the

chair had to resign to make good the Committee' S request th;t one be appointed.

For half a dozen years it petltloned in vain that someone other than the Personnel |
Offlcer be appOLnted Affirmative Action Officer so as to avoid a confllct of | g
interest and a lack of authority over faculty—related matters. Its other ‘ | : %
recommendations found little response; it took eight yearé and threé different

chairs to obtain the 1nformat10n necessary for a study of male and female staff

salarles. Though an advisory body to the President, it has not been regularly

consulted in a meaningful'wayg even at moments (e.g., the appointment of the Dean

of Faculty) when the College's commitment to Affirmative Action is seriously

questioned by the faculty. Yet for all its powerlessness, the Committee
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encounters suspicion worthy of a potent and destructive intrusiom into the
College's automnomyv.

Many of our women colleagues reported a similar disparity between official
policy and daily experience. After being tecruited and sometimes elaborately
courted by the College, they found themselves on arrival as part of what was
perceived by some as a threatening invasion. Growing numbers did not ease the
pressures, but excited more irritability and defensiveness. Two or three women
colleagues were merely an oddity; a dpzen became a phenomenon; two dozen, to\some,
a.threat. We are reminded of public school integration in the fifties and
. 51xt1es, when enrolllno a handful of black students occasioned :

self-congratulation, but then proportionstE twenty or thirty percenﬁ triggered v
confli;t. The resistance wdmen eacouﬁtered/here stchk many as ciyil Eut
incurablei—that is,’a resistanee‘that is emocional tonal, and stylistic (rathef
:than expre531ve of dlfferent oplnlons) and one therefore Lronlcally immune to the
_crltlcal analysis and open debate by which ‘the academy asplres to gulde 1tself
Ae a result of thls re51stance women faculty have been placed in certain
contradictory 51tuat}ons.  To let one cr;tlcal example, spoken of elsewhere,'stand
for many: some hoﬁen ianew fields have fqundithe acadeﬁie specialization for
.thch'they were hired te‘be a 1iabilityg' |

In ﬁhe‘end, two points seem &orth makiag, or making yet agaiﬁ. First, the
testimony of the women'with whom we talked, although it varies in emphasis. and
detail, supports this conclusion: ail faculty women at the College consider;‘and
preciselx because they are women, that theirlprdfeSSionai and private lives have
been made unnecessarily and unduly diffieult. - The report suggests a number.of
‘specific institutional chaages that we believe would make those lives, and thas
the lives of everyone QhO'teaéhes;at and:administers the College, less anxious and

more productive. The report speaks in another way to what is not strictly
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institutional, to those attitudes, so long held by those who hold them as to seem
the inevitable vay of the world, that have troubled g great many faculty women.
Second, hoping to end with pleties so couventional and bland that no reader would
;ake us to have writteﬁ a word to which exception might be taken, we tried to flnd'
a committee "we" that could dLscourse on loyalty to the College. It proved
impossible. 1In defining its subject each predicate appeared to exclude one or
another valid conception.of lofalty. This brought us to the tamest and least tame
of all pieties, the one underlying eéch section of the report: dedication to the
College not only can but should take a variety of forms. To acknowledge--indeed,
to honor--that variety will make Amherst a stronger, a more democratic, a moré(

vital college.







