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Executive Summary

In the spring of 2008, the Chancellor and the Provost authorized and funded the Gender Equity
ReporttFacul ty members from the Womends | ssues
representatives from university administrataordthe Office oflnstitutional Researcko form

the Gender Equity Task Force in ordectaonplete thigeport. The goal of the project is to

initiate improved gender equity for students, staff, faculty, and administrators across campus.

The report will focus on campus stéitis and allow university constituencies to draw many of
their own conclusions. Howevehe task force also dremn research studiesd its own
expertiseabout gendein orderto guide readers less familiar with gender as a topic of inquiry.

While thisreport focuses on gendéhng task forceonsidered data disaggregated by race and
ethnicitywherever such disaggregation was practi€&cent gender research across disciplines
haspointed out that the experienaegender differsubstantiallyacrossace and ethnicities
Therefore, a accurate understanding of gender cannot be achilenge and ethnicity are not
alsoconsidered. The committee would also have likezbttsider soci@conomicstatussince

that is an important factor in the expegerof university studestind employees. However,

data about the socieconomic status of studerssd employees is currently unavailable and
could not be included here.

As often as possible, informatidor this reporis provided across a span of seays. In order

to evaluate the graduation rate of students, we needed to follow cohort groups over six years, and

this was a useful increment of time over which to evaluate faculty as well tisaids typically
how long it take for faculty to beometenured For purposesf consistency, we analyzed other
groups over a period of six yeaisa

Information for this report consdrom the Office ofinstitutional Research unless another source
is specified

The task foceidentified 12areas for angbis:

Third-year etention andgix-yeargraduation rateby gender and ethnicity
Cohortgroup majors by gender oveix years

Instructional academidaff ratesand promotion by gender, race artlngcity
Instructional academidaff salariesby genderrace and ghnicity
Facultypercentageby gender, race andhmicity

Faculty tenur@and promotionates by gender

Department chairs by gender

Nonrinstructional staff Administrative Divisionshy gender, racesthnicityand salary
Classified staff heageints by gender and salary

Perpetrators and victims of crime by gender

Programming, victim services and data on sexual assault

Summary of females intlaetics

Co



Pagel|2

STUDENTS

Third -year Cohort Retention Rates
by Gender and Ethnicity

Data aboutohortretenton rates at UMWhitewater is pesented in the following gragdy

gender and radethnicity. Because the enrollment numbers in many ethnicities are too small to
provide statistically meaningful information, the information for students of color was
aggre@ted. If we were to look at the information by gender only, we would sefethale
studentsarebeing retained ahe University oWisconsinWhitewaterat consistently higher
ratesthan males If we consider race and ethnicity as well, however, welsad is only white
femaleswvhose retention ratesre uniformly highethanthose ofmales. Female students of color
are retained at a lower rate thahite studentsnale and female, and male students of color are
retained at a consistently lower rétan all other studentéigure J).

Figure 1

3rd-year Retention Rate of Cohort Groups by Gender and Ethnic
70
60 -
50 - -
40 —o—White males
30 == \\hite females
Male students of color
20 =>¢=[Female students of colo
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Total median number: white males, N=831; white females, N=924; male students of color, N=76; female students of color,
N=79

Six-year Cohort Graduation Rates
by Gender and Ethnicity

Data about §/ear graduation rates at UWhitewater is presented in the following graphs by
gender and race. Because the enrollment numbers for many ethnicities are too small to provide
statistically meaningful information, ¢hinformation for students of color was aggregated. If we
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were to look at the information by gender only, we would see that female students are graduating
atthe University olWisconsinWhitewater in uniformly higher numbers than maléswve

consider rae and ethnicity as well, however, we see that it is only white females whose statistics
are uniformly higher than those of males in relation to these performance indicators. Statistics for
white males are higher than female students of color, thoughmiiotraly, and

statistics for female students of color are higher than those of male students of color. Itis
important to note that in atiohorts, statistics for the graduation of male students of color are
considerablyower in relation to graduatiomtes in anyf the other groups (Figui®.

Figure 2
Student Graduation Rates after Six Years
19962001 Cohorts
70%
60% -+— —4—\\hite males
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40% =X —m-Male students of color
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0% —a \-/., White females
10%
0% —>=Female students of
0 T T T T T 1 CO|0I‘
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Total median number: white males, N= 831; white females, N=924; male students of color, N=76; female students of
color, N=79

Cohort-group Majors at Third Year by Gender

The committeeexamined the distributioaf majors by gender and department at third year
(Figure3). Information was not disaggregated by race and ethnicity because the number of
students of color in the majors was too small to be statistically sigrifi€&ame majors,
including some traditionally associdteith masculinityhave haduccess at achieving gender
balance. For example, women have traditionally been wegpeesented in the sciences and in
disciplines requiring strong math skills, but fdenstudents are wetkpresented at UW
Whitewater in such majors as Biology and Accounti@gndersegregation was strongly visible
in many other majors, however, including General Business, Elementary Education, Social
Work, Management Computer Systemsl &inance.Thosemajorsassociateavith human
service or educatiomeading to work witHower salaries antewer opportunities for promotion
tended to be dominated by femaléhose departments whose graduates earn higher starting
salaries and haveore opportunities for promotigriend to be dominated by maleghis graph
represents a snapshot of the kind of gender sagioeghe committee discussed rather than a
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critique of particular majorsMore detailed information about cohaitoup majors iglso
available(See supporting materials

Figure 3
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Selected 3rd-year Majors by Cohort
1998-2003

Business

Elem

Finance MgmtCptr Social Work Accounting

Education Systems

Biology

W 1998
W 1999
= 2000
m 2001
W 2002
W 2003

Race and Ethnicity: In the information about faculty, department chairs, instructional academic

Finance N=16; MCS, N=5; Social Work, N=41.5; Accounting N=34; Biology, N=18

Total median number. Business N=4; Elementary Education N=93;

INSTRUCTIONAL ACADEMIC STAFF

Percentagesand Promation by Gender, Race and Ethnicity

staff, and nofinstructional academic staff (the category that includes administrators), Asian
Americans arexcluded(seeappendixfor graph showing percentage of Asian Amerg)aihe
reason for this exclusion is tha a national level, Asian Americans are not usréeresented in
the professions, and their so@oonomic status as a group is more similar to whites thather
minorities. Faculty, department chairs, instructional academic staff, afdstauctional

academic staff are generally drawn from a national rather than a regional pool. Asian Americans

are not underepresented in these positions on our camgusfold Asian Americans into
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aggregated data about racial and ethnic nitieeron our campus would be dgstort the data
about underepresented minorities.

The percentage of people of cobonong instructional academic stagkcluding Asian

Americans, was so low (less than 5%) that a graphic representation of the numbers was not
meaningful. We were also unable to include information ainstructionalacademic staff of

color and promotions because those numbers were so small (2 ovgearp8riod). Twenty

two departments had no people of color among thsiructionalacademic staff over a sipear
period. These low numbers and the absence of people of color frondserpear t ment s 6
instructionalacademic staff are problematic in andregmselves. An additional consideration,
however, is the degree to which departments or offices draw on the pool of instructional
academic staff for tenwteack, advising, or other positions in the university. In other words, the
low number of peoplefaolor amongnstructionalacademic staff may be making the pool of
candidates for other positions less diverse.

Gender: Femaledhave aepresentatio amongnstructionalacademic staff overall that is very

close to 50%though not in everdepartment Women areverrepresentedmong instructional
academic staff receiving promotion over the last eight years. We include aggregate data here
because the numbers of instructional academic staff who receive promotions in any given year is
small, and we idude eight years becauthis suggests a clear tremudbecauseight years of
datawereavailable to us (Figuré).

Figure 4

Academic Staff Promotions - Numbers
by Gender, 2001-2008

40
20 B Males
0 - B Females

Males Females

It is important to note thdhe overall trend in academic settings is for the proportidarnéles

to be highest at thHewest status levelsThe proportion of femalemsmonginstructionalacademic

staff is especially interesting if sealongside the proportion of femadssistantassocite, and

full professors. Figuw 5shows that theercentage of females is highettle lower status

positions ofinstructionalacademic staff and assistant professor than in the higher status positions
of associate professor and full professor.



Figure 5
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Total median number. instructional academic staff, N=91;assistant pofessa, N=57;
associate pofessor, N=52; full professor, N=24.5

Salaries by Gendey Race and Ethnicity

er to examine the problem of
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t he

men and women making below $40,000 a year. We chose $4@AB0hecause it is a
substantial increment below the $50,000eut f we wused to exami
6, and partly because it is a salary that provides a very marginal living, particularly for a family.

fistick

ne

While the data about instructioretademic staff salaries suggests a gender discrepancy

salaries belov$40,000 a year as little as twears ago, that discrepancy seems to have been
addressed in recent yearBhe number of people of color in the lowest salary bracket, excluding
Asian Americans, was too low to be disaggregateddeveh a mode of fou(Figure 6.

Figure 6
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we wished to show the fgl ass
include data about neinstructional academic staff making morerit$50,000 a year. A gender

cei

discrepancy does persiatsalaries above $50,000 a y@eaigure 7) The number of people of
color in this category was extremely srdai mode of O.

We chose $50,000 as cut bffcause it provided us with interesting congaars. For example,

too few academic staff earn salaries above $60,000 for that to be a usefifilpaint.

Figure 7
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FACULTY

Percentags by Gender, Race and Ethnicity

Gender: The proportion of femalassistanprofessofaculty members tsincreasedn recent

years(Figure8).

In 2005, 2006, and 2007, the proportioriemhalesat this rank was

substarially higher tharthat of men.Femalesstill remain a minority at associate professor,
however, with no improvement over the six years underideraion(Figure9). The
percentagef full professors who arfemaleseems to have dipped slightly over the period
reviewed(Figure10).

Figure 8

Percentage of Assistant Professors by Gender
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Figure 9

Percentage of Associate Professors by Gender
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Total number Associate Professorsin 2002, N=122; in 2003, N=124; in 2004,
N=119; in 2005, N=120, in 2006, N=123; in 2007, N=129

Figure 10

Percentage of Full Professors by Gender
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Total number Full Professors: in 2002, N=91; in 2003, N=95, in 2004,
N=94, in 2005, N=98; in 2006, N=94; in 2007, N=91

Race/EBhnicity: When we considered the numizéifaculty members who are people of color,
we excluded Asian Americans from consideration because they are notrepigesented in the
academy. At all lesis, African-American, Latino, and Native Americamales and femalewe
underrepresenteds faculty memberskigurel1 shows both the percent of faculty of color
based on university statistics, which include foreagnn faculty, and the percent of fdtguof
color with foreignborn faculty excludedThese pecentages should be compared to the
percenageof doctorates earned by African Americans, Latinos and Native Amey@ecading
to theSurvey ofEarned DoctoratesThe Survey of Earned Doctorates SED, is a federal
agency survey which considers foreigorn faculty in a separate set of déttp://www.norc.
org/projects/Survey+of+Earned+Doctorates htm
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Figure 11

People of Color: Percentages of UW-Whitewater Faculty
shown with Percentages of Ph.D. Recipients of Color
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*2007 SED data unavailable

Median number US-born Ph.D. recipients of color, excluding Asian American20022007, N=26513
Median number faculty of color, excluding Asian Americans but including other foreigaborn, N=23
Median number faculty of color, excluding Asian Americans and foreigrborn, N=18

Tenure and Promotion

While femaleshave been hired ilargernumbers oer the last several years, femades less

likely to be granted tenure and less likely to benpoted to full professor. Femalage also

more likely to be terminated before going up for tenure. Because we did not see any trends up or
down over the nine years available, we included aggregate rather than trend détaghese

12). We saw no particular difficulty for people of color reflected in the data, and numérers

too small to provideneanindul information. For this reason peepbdf color are nodis-

aggregatedh the tables below.

Figure 12

Percentage of Faculty Denied Tenure or Terminated Prior to Tenure
2000-2001 through 2008-2009
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Total denied or terminated prior to tenure: N=31
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In relation to the promotion démalesto full professor, the data suggest that moatesthan
femalesgo up for full professor oveltaand moremalesare promoted (Figure3. Though more
femaleshave applied for full professor over the last several years, the numbers are too small to
be sea as a trend. Faculty of colaere too few to be included here.

Figure 13

Faculty Promoted to Full Professor - Numbers by Gender
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ADMINISTRATORS

Department Chairs

When the committee considered the gender and race of administrators\&thid&Water, we

were concerned not just with headcounts, but also with the system of advancement. In order to
understand this system, we considered the geardtkrace of department chairs on campus

(Figure H). The data show fewdemales than malesssuming the role of department chair,

with a downvard trend in the number of femalepartment chairs. Faculty members of color

could not be disaggregated frams data, since only between caredtwo faculty of color

served in this position during the years under consideration. These numbers are important
becauselpperlevel administrators are often drawn from the ranks of department chairs, and
chairs in mag departments hawesubstantiahmount of decisiomaking power, as well as a

strong influence over department climate.
Figure 14

Department Chairs - Numbers by Gender
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Administrative Divisions

The committee examinefive administrative divisiorisAcademic Affairs(including Nor

Instructonal Academic Staff)Administrative Affairs, Advancement, Student Affgiand the

C h a n ¢ effitedfor @ sumber of different dynamics, including headcounts, salary range and
gendersegregation. Though we examined data across race and ethnicity as genderywe

were only able to disaggregate information regarding race/ethnicity in Academic Affairs, and

even for Academic AHirs the disaggregation wageaningfulonly in the data regarding total

numbersl n t hese f i gur es , touiirppeeseptédeninarifies, cédricamr 06 r ef er
Americans, Latinos, and Native Americari¢one of the figures in this portion of the report

include classified staff, who are considered separately.

Numbers: Trends in théAcademic andtudent Affairs Divisios were different enough from

those in other administrative divisions that eemsidered therseparately Dynamics in

Advancenent Admi ni strative Affairs, and the Chance
routinely aggregated.

In Academic Affairs whie females and white males were close to equal representation, though
femalesof color had significantlydwer numbers than atesof color (Figure 5). There were

higher numbers of wte femaleghan white nalesin Student Affairs, but both ates and

femdesof color had very low representation in Student Affairs. There were 7 people of color in
Student Affairs in 2002 and 2003 and only 4 in 20B®gure ¥). In Advancement,

Admini strative Af f ®ffice,demalesmnerd consistentlydeaepreserited or 6 s
(Figure T7), while the number opeopleof colorin these three divisions was too low to be

represented in the figureJhe total of people of color in all three divisions over the six years
considered moves from 1 in 2002 to 2 in 2006 3und 2007 .

Figure 15

Academic Affairs (Non-instructional Staff) -
Numbers by Race and Gender*

50
45
40
35
30
25
20 B Female people of color

B Male people of color

10 White males

5 4 B White females

2002 2003 2004 2005 2006 2007

*People of Color data does not include Asian Americans
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Figure 16
Student Affairs - Numbers by Gender
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Figure 17

Administrative Affairs, Advancement, Chancellor's
Office - Numbers by Gender
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Gender segregation Femalesn thesefive divisions are concentrated in Academic Affairs and
especially Student Affairs division associated with conventional care roles$dimalesand
where overthsalaryis lowerthan in the other divisiond~emalesareoutnumberedon the other
hand, in the other divisions of administration, where oveeddiryis higher.

Salary: In addition to the discrepancy in saldrgtween Student Affairs and the athe
adminigrative divisions, there are salafiscrepancies betweeraies and femalds all five
divisions of administration. More femaldsanmalesin all five divisions are more likely to be
making under $40,000 a year. In all divisions excepSfodent Affairs, many more malé¢san
femalesare likely to be making more than $70,q60yures 18-23).
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16

Academic Affairs (Nothnstructional Academic Staff)
Numbers- Salaries over 70k

14
12 -

10

—o— Males

——-Females

ON b~ O ®

2002 2003 2004 2005 2006 2007

Figure 20
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Advancement, Administrative Affairs, Chancellor's Office
Numbers - Salaries under 40k

BN

== Males
\v/ —ll—Females

2002 2003 2004 2005 2006 2007




Figure 21

Page|ld

Advancement, Administrative Affairs, Chancellor's Office
Numbers - Salaries over 70K
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Figure 22
Student Affairs Numbers - Salaries under 40k
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CLASSIFIED STAFF

The committee examinedassified staff for number and saldoy the years 2003 to 2008 he
number of Latinos, Native Americans, afittican-Americars working as classified staff at UW
Whitewateris so smab with a median of 9 out A60 total tassifed staff that their numbers
could not be disaggregated.

Numbers: Femalesnake up a larger number of classified staff, with a median of 206 between
2003 and 2008, than doates with a median of 154 for those same years.

Salaries: As with other goups of employees, however, fematesake up the highest number of
classified staff at the lowest salary levels and the smallest number at the highest salary levels.
Though the number démalesmaking less than $15.00 has been diminishing over the last

three yearsthere are still substantially mdi@malesthan nalesat this lowest salary level.

(Figure 21). There are many more male than female classified staff making more than $30.00/hr,
on the other hand, and the discrepancy is grokigure 25.

The pay discrepancy appears to be caused in part by gender segragtite classified level. Males
andfemalegtend to have different kinds of jobshich are associated with different salary plafer
example, ndemaleshave been employed over tlast 6 years at salary plan 4 (skilled blue collar),
which includes some of the highest hourly wagesampus.Femaleshave been undeepresented

at salary plan 7 (technical), with a median of 14.5 females employed at this level to a median of 29
malesemployed athis level. Femalesre ovefrepresented at salary plan 2 (clerical), on the other

hand, one of the lowest salary categdiesi t h a medi an representation

median representation of 4.

Figure 24

Number of Classified Staff below $15.00/hr
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Figure 25

Number of Classified Staff above $30.00/hr
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CRIME

Statistics about crime on the UWhitewater campus were only available over the last three years.
According to Chief of Police Matt Kiederlemost notabldluctuations in crime levels are probably
caused by differences in reportirgguirements. Thpolice department provides information to both
the Uniform Crime Statistics and the Clery Act. Each may have different definitions of a particular
crime. Plus, different administrators cepcrimes differently. Thougtihe current Chief of Police

has no changed any of the reporting methods, there were reporting changes during early
administrative transitions.

Kiederlen satedthat the increase in drug and alcohol violations over the last three years is,
again, due to a change in reporting more thahange in the actual number of infractions. Two
factors contribute: an increased emphasis on enforcing drug and alcohol codes and ad increase
number of police on campus.

Statistics consistently demonstrate that men are more likely to be both gemsednd, except
in the case of sexual assault, victioisall kinds of crime on campyseesupporting materia)s
While these findings are mirrored in state and national statistics, they arthedess a cause
for concern(Figures B-28).
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Figure 26

Victims of Crime - Numbers by Gender
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Figure 27

Perpetrators of Crime - Numbers by Gender
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*There were no female perpetrators of vandalism in 2005 and
no female perpetrators of assaultive behavior in 2006
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Figure 28

Numbers of Arrests/Citations by Gender
Drug Violations, Disorderly Conduct & Liquor Law
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SEXUAL ASSAULT

UW-Whitewater offers extensive programming on sexual assault. In 2007, for exaraplenew
students at t en deudngdri€ation.This Kteractive pfagrard covered issues of
consem respect, bystander intervention, andiwictmpathy. In addition,all new students wergent

an 1tpage booklet describing the sexual assault, harassment, dmugstigfinitions and penalties;
UW-Whi t ewat er 6s di sci pl; natasaragd campus statistiss; victimdsendcasn ¢t i 0
victim rights;selfprotection strategiedystander intervention strategiéscation of seldefense
coursesand phone numbers and web sites for assistance or more informaiouat 575 firstyear
students wre educated about sexual assault laws and penalties, national and campus statistics,
consent, bystander intervention, victim empathy and servicegrsgdction strategies, phone
numbers and web sites for more information through an interactive exertiser New Student
Seminar classesAnother 600 were educated about personal safety by the University Police in their
New Student Seminar classes.

UW-Whitewateralso provides victim seiwes. TheSexual Assault Response Team (SART) is

composed of @2 staff, faculty and graduate students who go through an initiauBtraining and

monthly inservice training. They take turns carrying a cell phone 24 peuday for one week at a

time. The SARTteam provides information and referral, support,gpamtation, and advocacy to

students who have been sexually assaulted and to staff, faculty, friends and family members
concerned about a sexual assault survivor. This service is available 365 days per year. Team
members are aware of the laws, procedunessarvices available all over the state of Wisconsin.

Services are provided both over the phone and in person. Team members accompany a sexual assault
survivor to the police or hospital, if requested. Through donations, the team is able to help cover the
costs for tests and medication at the University Health and Counseling Services. The team also serves
as a campus liaison with law enforcement, local hospitals and sexual assault service providers in the
community. The Coordinator attends the Walworth Gpildomestic Abuse/Sexual Assault
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Taskforce and Wisconsin Coalition Against Sexual Assault regional meetings. The team impacts the
entire campus community by serving as a centralized source of information through both the SART
team phone number and its endeve web site. In 2007, the web site was visited 32,056 times for an
average of 88 times per day.

A campuswide Sexual Assault Prevention Advisory Committee advises the Sexual Assault
Prevention Coordinator on: identifying campus needs for sexual apsawgntion efforts; setting

biennial goals; designing a campus plan to meet the goals; suggesting departmental responsibilities
for implementation; and reviewing progress, as requested by the Coordidatannual summary

of programming and progress gaals is submitted to the Dean of Studeftse committee consists

of student and staff representatives from many offices and student groups.

Sexualassaultdata were only available for the last three years. The data available suggest that UW
Whitewaer does not compare favorably with ingfibns of similar size Data about sexual assault

reports, however, can be very misleading. Accordingdordinator of Wellness Services Marilyn

Kile, higher numbers of reports can signify a better educated camfiatims are more likely to

report if they know what sexual assault is and are aware of supportive services. While continued
outreach, even mandatory education, is advisabl
assault rate, though too higs worse than other similar campuses.

ATHLETICS

The University of WisconsiwWhitewater Intercollegiate Athletics has made significant progress

in the development of its female sport programs since geigRre 28) This progress is due in

largepar t o t he departmentés strategic plan, whioc
female participation opportunities, improving facilities aneating new positions for females
administration and coaching.

Improvement in our female sport prograhas been a direct result of the following changes that
occurred recently:

e Receipt of the NCAA Division lll Strategic Alliance Matching Grafiis position
provides the opportunity for a female to be in a high ranking administrative position in
Athletics as an Assistant Director for Compliance and Student Services. After the three
year grant is complete, the institution has expressed its intent to support this position;

e Receipt of the NCAA Division |11 Et hni c Mi
position has enabled the department to hire an ethic minority or female in a significant
leadership capacity in Athletics.

e Support for Senior Woman Administrator position. There is ongoing institutional and
NCAA support for the highest ranking female aseair Woman Administrator;

e Addition of female coaching opportunitiesthletics was able to provide a female
Assistant Cross Country and Track and Field Coach;

e Creation of an Assistant Sport Information position for a female staff member;

e EstablishmentohA head coach of Womendés Track and F
for Mends Trlaack haen o akitel d.here was only one
Womends Track and Field;

e Implementation of a Graduate Assistant program for female spbitsprovides
opportunities for femalet® become coa@s after graduating college; and
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e Creation of Varsity Reserve teams for female sports, which have increased participation
and wll continue to fulfillourfemalé s i nt erests and abilities

Intercollegiaé Athletics is a valuable contributor to the educational process of our students by
providing an environment that supports the educational mission of the University and a quality
intercollegiate athletic experience. An integral part of this mission iBithsion Il philosophy

that studentaithletes are indeed students first, athletes second and therefore, earning a
baccalaureate is paramount. Excellence in academics and athletics is an expected result of the
Warhawk athletic experience.

Figure 28
Roster Management Status 4/2009
Propo
sed
1999 2000 2001 2002 2003 2004 2006 2007 2008
Sport Number 2000 2001 2002 2003 2004 2005 20052006 2007 2008 2009
Women Minimum
Basketball 26 21 22 22 22 19 15 18 23 23 24
Bowling 18 10 12 15 14 17 22 15
Cross
Country 26 25 20 23 25 28 21 17 26 24 26
Golf 12 12 12 9 7 7 11 8 11 9 13
Gymnastics 19 17 19 20 10 12 11 17 19 20 19
Soccer 34 23 24 29 25 25 30 34 28 37 30
Softball 24 24 25 26 27 22 18 22 24 26 24
Swimming
& Diving 24 24 18 25 18 21 22 19 28 30 30
Tennis 14 13 15 15 12 12 12 13 15 18 15
Track
(Indoor) 60 37 38 38 47 48 44 48 53 53 58
Track
(Outdoor) 60 30 33 38 41 49 46 47 58 49 53
Volleyball 21 17 18 21 21 19 17 19 21 24 20
Men Maximum
Baseball 30 29 31 31 30 32 29 33 31 31 29
Basketball 20 17 20 20 20 17 19 19 19 19 19
*Cross
Country 18 24 18 14 19 19 12 14 14 18 24
Football 100 100 98 100 100 100 100 100 96 98 99
*Soccer 25 23 24 25 25 24 26 25 25 26 25
*Swimming
& Diving 24 15 19 23 16 16 17 22 19 22 28
Tennis 12 14 9 13 12 12 12 13 12 14 13
Track
(Indoor) 55 37 37 40 42 48 50 52 42 54 54
Track
(Outdoor) 55 34 38 42 39 51 47 50 47 55 54
Wrestling 30 29 26 28 29 29 26 29 27 28 28
Total 707 565 564 602 597 622 600 633 655 700 700
Total
Women 338 243 244 266 265 274 262 276 323 335 327
Total Men 369 322 320 336 332 348 338 357 332 365 373
% Women 43.0% 43.3% 44.2% 44.4% 44.1% 43.7% 43.6% 49.3% 47.9% 46.7%

% Men 57.0% 56.7% 55.8% 55.6% 55.9% 56.3% 56.4% 50.7% 52.1%  53.3%
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CONCLUSION

The Gender Equity Task Force saw improvement in some of the gender dynamics examined.
Across administrative divisions, for example, thereiaceeasing numbers of womenhagjher
levels of pay; and women are beingeld as assistd professors in numbers that are slightly
greater than those fonen. Most of these trends, however, are extremely reamhtve will not
know the effects of these improvements for many years

At the same time, there are many arebsn the task force did not see a trend toward greater
gender equity. For example, among classified staff, women are increasinglyemesented

in the hghest paying positions; and in most administrative divisions, women are over
represented in thewest paying positiords in proportions that do not appear to be changing.
addition, women faculty are less likely to get tenure and more likely to be terminated before
tenure by a factor of abotwo to one.

Among the most pervasive problems the taskddound was that of gender segregation.
Women tend to be hired for positions that are associated witpdy, and mefor positions
associated with higher pay. For example, s#ibblue collar workers with high salaries are
exclusively male on our cgms while administrative assistawith lower salaries are almost
exclusively female Likewise, male faculty members were concentrated in highging
departments, anghalestudents were concentrated in majors associated with higher salaries.

When geder studies are done in academic contexts, the data is disaggregated for race and
ethnicity if possible. The task force disaggregated the\Wkitewaterdata whenever it could.
Unfortunately, there were frequently too few people of color in the categxaesined for
disaggregation to be meaningful. The absence of people of color from some divisions on our
campus is highly problematic. For example, African Americans, Native Americans, and Latinos
are almost completely absent frahe classified staff ddW-Whitewater These groups were
similarly absent from administrative divisions, with only very small improvements in recent
years. People of color are underrepresented among faculty and instructional staff as well, even
considering the relative numbef doctoral degree recipients.

The task force did note some concerns in relation to male students. f$tallestudents are

more likely to be the victims of sexual askathe data suggests that matadents are more

likely to be the victims as wellahe perpetrators of other kinds of crinMale students,

particularly male students of color, are also more likely to drop out of school before graduation.

RECOMMENDATIONS

e In order tounderstandjender dynamics on our camgully, more data is neede We
need to find out whether recent progress towards gender equity is @i@ngpriterm
gain and the role climate plays in the slow progress we have made in relation to both
gender and race/ethnic issud$ie pannedRankin and Associatedi@hate $udy should
help to address some of these issues, but more targeted reseabEhmeayedtb find
out why, for example, men of anlare dropping out dW-Whitewater in such high
numbersor how best to get women into areas where they are underrepresented
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The committee suggests that this report be updated every three years in order to chart the
progress of gender equibyn our campus artthat, more immediately, research be
conducted on Adiddressing therpeololems exglased in this neplor

addition, individual departments and divisions should be asked to address gender and
race/ethnic equity issues in ways that are relevant to them and to report on their progress
in annual reports and audit andieav.

Male students, particularly meaktudents of color, are being retaimedigraduated at
lower rates than female students. Since the Equity Scorecard Project is ongoing, the
committee suggestsconsideration of male students of color as a specific group be
folded into their inquiriesThe Gender Equity Task Force might also collaborate in the
process of considering this issue.

Male students are more likely to be the perpetrators of sexual assault on campus, and they
are more likely to be both the victims and perpetrators of othes kihdrime. The

committee suggests that educational efforts regarding sesaallaand crime prevention

focus on alimale groups, such as atit teams and fraternities. We already have some

very positive and effective programming addressing suclessas sexual assault and

alcohol abuse, but some of this programming might be directed more explicitly toward
male groups on campu#t least, Student Services and other relevant offices should be
asked to examine best practice in amlence andirug/dcohol education for memand
consideration of these issues should be part of their annual reports.

Gender segregation is a problem that affects the university at many levels. Assuming that
gender segregatiaamong facultys partly caused by the samendynic at the

undergraduate level, the committee suggests attention to gender segregation of majors
and minors. Individual units are already being asked to address issues of race and
ethnicity brought up by the Equity Score Card and to report on tactiesifloessing

these issues in their annual reports. The units might also be asked to report on measures
taken to address issues of gender segregation when those are pertinent to the unit. When
the unit fails to address issues brought up either by theéyEgcore Card or the Gender

Equity Report the unit could meet with a contingent frdrne Equity Score Card

Committee or the Gender Equity Task Farterder to brainstorm ideas.

Approaches to attracting women to areas where theyraterrepresentedhight involve

a coll aboration wit h-Y¢éoRnagnard i ordettaundakeea®re or t h
women aware of particular career paths. It might also involve advertising majors or

minors to attract students with a wider variety of values and priorifgeerations

Management might advertise its usefulness to raginess or Public Policy might

advertise its contribution to improving the quality of life of citizens.

Gender segregation among classified staff, as well as pay differentials, should be
investigated A task force should be set up to examine sigh maledominated

positions aglectriciangnake more than such femaleminated positions dkerapists.

The same task force might also consider the absence of people of color from all divisions
of classified staff and come up with plans to recruit people of color from Whitewater and
nearby communities. If necessary, we might consider courses that would prepare
community members to take placement exams for classified positions or lobby UW
Systemto address this problem.
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While UW-Whitewater is hiring women into tenuteack positions in numbers roughly
equivalent to those for men, we are not tenuring women at the same rate. In fact, women
are denied tenure or terminated before tenure at a sdtis ttoughlythree timeghat of

men. The barriers women faculty members face may be occurring at a number of levels
at once. For example, women may not be mentored by their graduate faculty members in
the same way that men are mentdredsulting in a kallower research agenda and a
diminished chance of meeting thesearch requirement for tenure. Women who are
interested in gender studies may find that their work is taken less seriously than that of
men. Also, women may be having difficulty balancangigh teaching load, service,

research expectations, and family life. The committee suggests that individual units,
preferably individual colleges, consider the establishment of policies to help all faculty,
male and female, to balance work and famMexible work schedules, telecommuting,
slowing the tenure clock, and temporary garte work might all be considered as

creative ways to address the wdaknily dilemma for faculty.

Though womenatUWVh i t ewat er do appear tsos bcee iblrienag,i
the trend towards inclusion of women in upfmrel administration is relatively recent.

The university should continue to monitor gender dynamics on campus in order to be
certain that the positive trend continues to move the university dsveguity. The

relatively low number of female chairs and female full professors suggests that the pool
for women in leadership positions may be shall®wograms to get women and

minorities into leadership pipelines need to be established. Such psogight include
brown bags and seminars in which the process of advancement is described and
discussed. Divisions might also set up internships through which faculty interested in
administration can gain experience. Any process through which advanqaowgses

are clarified or additional paths are opened up has the potential to increase and diversify
the pool from which leadership is drawn.

The Asticky floor, o6 the dynamic whereby wo
lowestpaying positions in@morganization or unit, is also a concern at WViditewater.

Whil e progress has been made on the fdAgl ass
floor. In all employment units examined, women are @epresented in the lowest

paying positions.



APPENDIX

Percentage of Asian Americans in Faculty,
Instructional and Non-instructional Staff Positions
at UW-Whitewater (National Representation 3.6%;

State Representation 1.7%
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