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SEX EQUITY IN EDUCATIONAL LEADERSHIP CONFERENCE 

On the weekend of April 15, 16 and 17, 1977, 150 educators from around 
the state of Oregon met on the University of Oregon campus in Eugene to 
attend the Sex Equity in Educational Leadership Conference. 

The conference was one activity of the Sex Equity in Educational Leader­
ship Project (SEEL). funded by the Warren's Educational Equ1ty Act of the 
Office of Education, to develop a model program for increasing sex equity 
among school administrators. The Project has been in existence since 
Fall, 1976, and has sponsored a number of activities aimed at increasing 
awareness of the inequities in school management positions held by men 
and wo~n and at developing support for changing this situation. 

This report is designed to be used by people who attended the conference, 
by others who might be interested in the conference activities,and by 
people who may be p 1 anning a simi 1 ar conference. Reports of the confer­
ence content and an evaluation of the conference activities are included. 
The first four chapters are reports of the conference activities, the 
fifth chapter is an eva 1 uati on of the conference; various documents and 
supporting materials are in Chapter 6. 

The agenda for the conference follows: 

FRIDAY; April 15, Ball Room, Erb Memorial Union, 13th And University 
5:00-6:00 Registration and Wine Bar (3 glasses of wine and dinner 

included in registration fee) 
6:00-7:00 Dinner 
7:00-8:00 Keynote Address by Aileen Hernandez 
8:00-9:30 Conference Groups Meet in Ball Room 
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SATURDAY, April 16, At Spencer Butte Jr. High, 500 East 43rd 
An On-going Film Festival 

and 
A Materials Resource Center 

and 
A choice among the following workshops 

8: 30-10: 45 Sex Ro les and Legal Issues Innovative Jobs Administration 

11:00-12:00 

Teaching in 
Elementary 
Schools 
Oregon Project 

Awareness 

in Education as a Career 
Choice 



12:00-1:30 

1: 30-3: 45 
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LUNCH AVAILABLE FOR PURCHASE AT SPENCER BUTTE. MUSIC BY 
PAT EYSENBACH. 

Sex Roles and Legal Issues 
Teaching in Jr. 
and High School 

Innovative Jobs Developing 
Support Groups 
in Education 



4:00-5:00 

5:00-7:30 

7: 30-11: 00 
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CO-RESPONDENTS "Here She Comes", Spencer Butte Auditorium 

DINNER ON OWN 

INFORMAL SOCIAL GATHERINGS FOR CONFERENCE GROUPS AT EUGENE 
HOMES 

SUNDAY, April 17, At Spencer Butte Jr. High, 500 East 43rd 
9:30-11 :30 Sue Gilmore and Patrick Fraleigh, A Capstone Experience on 

Androgenous Leadership and Personal Learning Agendas, 
Spencer Butte Auditorium 
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SUMMARY OF KEYNOTE ADDRESS 
BY AILEEN HERNANDEZ 

Calling on educators to "look to ourselves for those elements of leader­
ship to change the society," San Francisco Public Schools Corrrnissioner 
Aileen Hernandez delivered the keynote addr~ss to SEEL Conference participants. 

"We cannot ta 1 k one way and act another way, 11 Hernandez said. "We cannot 
say to children in a classroom that this is a society of equality , this is 
a society of equity, when all around them they see signs of inequity." 

Hernandez, an activist in both the civil rights and feminist movements , 
has held a number of posts including Commi~sioner of the U.S. Equal Employ­
ment Opportunities Commission and President of NOW. She is currently on 
the Board of Directors of Ms. magazine and a member of the San Francisco 
Bay Area Black Women Organized for Action. Her talk touched on a number 
of aspects of both racisffi and sexism as they apply to employment generally 
and to educational administration in particular. 
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Although 11 substantial numbers of women 11 work in education, Hernandez noted 
that they are not working in education at all levels. 11 They seemed to be 
highly conspicuous at the elementary school level in the classroom and 
virtually absent at the elementary school level in administration ... and it 

seemed the higher up you went in the educational world, the decision-
making roles ... were roles which many people felt women could not perform. 11 

One of the reasons equity is so difficult to achieve, Hernandez said, is 
that "the rules to the game are set by those who hold the power. 11 

11 THE RULES TO THE GAME ARE SET BY THOSE WHO HOLD THE POWER. 11 

An urban affairs and management consultant, Hernandez said people in per­
sonnel departments tend 11 to try to find people that look exactly like them. 
so if you look at a society that has been both racist and sexist for hundreds 
of years and has developed the pattern in which power is held largely by 
one group--white males--then it is not exactly difficult to understand why 
the rules of the game help white males and hinder other people in the 
society." 

In the educational world, Hernandez said, the self-validating "old boys" 
system excludes anyone who did not graduate from the "right" school or has 
not followed the accepted career path. 

"Of course, 11 Hernandez pointed out, "one of the things we have not been 
trained to do very effectively is to take the career paths that have been 
developed by those in power and measure all the people in power by those 
career paths. What you will find out very quickly is that lots of excep-
tions are made from those career paths when it appears to be useful to do so. 11 

However, she continued, these exceptions are rarely made for anyone outside 
the old boy system. "We don't look around and make adjustments for minorities 
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or women. In fact, we do exactly the opposite. We have so 1 ittl e to show 

us that these people are competent that we make it more difficult for them. 
We insist not on just adequacy, which is the standard by which a lot of 
white men have made it into some positions; we look for more than adequacy. 
We look for the super woman, the super black, the super chicano, the super 
Asian, the super Native Amer i can, the super Filipi no. " 

11 WE LOOK FOR THE SUPER WOMAN, THE SUPER BLACK, THE SUPER 
CHICANO, THE SUPER ASIAN, THE SUPER NATIVE AMERICAN, THE 
SUPER FILIPINO. II 

And once a token representative is hired, a confusing double standard then 
comes into operation: If the token woman does well, Hernandez said, "The 
next step is not to say, 1 My goodness, we ' ve done so well in hiring this 
woman we really ought to hire more. 1 No, what we then say is, 1Well, you 
know, she's an exception ... if we cou l d find others like her we would 
obviously take them, but she's different.'" 

11 But take the woman who was put into the position and failed. She irrmediately 
becomes the role model. From then on, if the question arises, 'Why is it 
that you haven't got more women in administration or more women in these 
departments? ' the answer is, 'Well, we tried one once ... and she didn't 
work out. 111 
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If this attitude is carried to its logical extreme, however, Hernandez r.oted, 
"Any time a white male fail s somewhere we should inwnediately say, 'White 
males don't work out very well, we tried one once, and therefore we can no 
longer hire from that pattern. 111 

"WHITE MALES DON'T WORK OUT VERY WELL, WE TRIED ONE ONCE, AND 

THEREFORE WE CAN NO LONGER HIRE FROM THAT PATTERN." 

Of course, people in power don't operate that logically. 11 S0 we are accutely 
aware that women and minorities, when they break through, must indeed be 
representatives of the entire group, and it is a heavy burden to carry, 11 

Hernandez said. 

The burden is doubled because the standards of perfonnance are geared for 
those already in power. A woman who can't have the escape valve option of 
failing may find release in a show of emotion. But emotion is not considered 
a positive attribute by those in power. 

"Now what's wrong with erootion?• Hernandez said. "We have had, it seems to 
me, enough of people who perceive being super-cool and super-uninvolved as 
the highest form of human behavior. I think the problem that we are facing 
in society now is that we have too many people who prefer to be removed 
from what goes on around them in the society. 11 

One solution, Hernandez said, would be to accept the idea that "It is not 
necessary to become white and male in P.VP.rything except your outward 
appearance in order to be successful in the society. Part of what we are 
aiming at is ... to begin to mix those cultural traits that we have been 
trained to believe are feminine and masculine in such a way that we come out 
with a new definition of humanity ... 11 

"TO BEGIN TO MIX THOSE CULTURAL TRAITS THAT WE HAVE BEEN 

TRAINED TO BELIEVE ARE FEMININE AND MASCULINE IN SUCH A WAY 
TW\T WE COME OUT WITH A NEW DEFINITION OF HUMANITY. 11 
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On the subject of so-called 11 reverse discrimination 11
, Hernandez said, 

11 If reverse discrimination is interpreted to mean that a woman has beaten 
out a man for a job and, therefore, he has been discriminated against in 

reverse, I have trouble with that concept . 11 

Rather, she would define the tenn as the total reversal of present condi­
tions. 11 For example, if the existing situation in Oregon, which is 96 percent 
male administrators and 4 percent female, were by the end of our affirmative 
act ion program to be 96 percent female and 4 percent male, that would be 
reverse discrimination." 

As it is, however, the theory of reverse discrimination is mixed up with 
racism and sexism, combined with the fact that "perhaps some of those in 
managerial and supervisory positions are simply chicken, " Hernandez said . 
"They are too chicken to say to the white male, 1 You have not made it up 
the ladder, you just weren't good enough . You got beaten out by a woman 
or a minority because they were better than you were and maybe you need to 
do a few things to improve yourself before you come back again to apply 
for this promotion.' 11 

What tends to happen instead, Hernandez said, is that the manager will say, 
111 Well, Joe, you were super-qualified . You were the best person on that 
list. I really would have hired you, except you know the government now 
requires that we've got to have some minorities and some women, so I have 
to hire this person. 1 11 

"I don 1 t blame that young man for rushing immediately to the courts to 
suggest that he 1 s been discriminated against, 11 Hernandez said. 11 But it's 
obvious that what you're seeing there is a littl e bit of chickenness on 
the part of the supervisor and a lot of ego on the part of the young white 

male who finds it difficult to believe--in a racist, sexist society--that 
there can be either a woman or a minority who is better than he is at the job." 
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"Racism and sexism constantly challenge every minority and every woman who 
gets a position instead of a young white man." 

"RACISM ANO SEXISM CONSTANTLY CHALLENGE EVERY MINORITY AND 
EVERY WOMAN WHO GETS A POSITION INSTEAD OF A YOUNG WHITE 
MALE. II 

When a provision against sex discrimination was added to Title VII of the 
1964 Civil Rights Act, Hernandez said, many people found a loophole in a 
clause which said that discrimination was pennitted if there were a "bona 
fide occupational qualification" that made the job suitable for only one 
sex; i.e., men. However, Hernandez said, "Many people thought that 'bona 
fide occupational qualification' simply meant that anything that had been 
done previously could continue to be d~ne in the name of a 'bona fide occu­
pational qualification' ... so any place where there was no tradition of 
women quickly became a haven for continued discrimination. 11 

The Equal Emp1oyment Opportunities Commission quickly called a halt to this 
interpretation, Hernandez said, with the result that, 11 We are not lowering 
standards; we are establishing them for the first time. And we are establishing 
them on some kind of basis ... relevant to the job that is going to be done. 11 

11 S0 now we are re-evaluating standards. And, interestingly, we are coming 
up with standards that do indeed turn out to help some women and some minor­
ities, but, also very interestingly, they turn out to help a lot of young 
white men as well. 11 

Unfortunately, however, educational institutions were specifically exempted 
from the provisions of Title VII when it came to hiring faculty. Hernandez 
called this an "obviously well-thought-out ommission, because if we could 
not change the people who were at the levels of decision making in the educa­
tional field, it was quite obvious that it was going to take us a very long 
time to make any changes in the society." 
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And, as is often the case, Hernandez said, "Any time we do something which 
is otherwise hard to explain, we come up with a very sound and very moral 
reason for doing it. And the moral reason we had ... was that if we moved 

into the question of selecting faculty, from the lowest levels up to the 
highest, we would somehow or other be infringing on academic freedom. And 
so, in the name of academic freedom, many things have been permitted to 
exist in the educational world that we are now taking very hard second looks 
at." 

Hernandez emphasized that another key to achieving equity is to eliminate 
sex role stereotyping early in life. ''I'm sure many of you are familiar 
with the .. . pink and blue syndrome. the concept that says that when you 
wrap a girl baby in pink and a boy baby in blue, you not only wrap them in 
the blanket, but you wrap their minds as well. You set them on a path 
that says it's okay for you in blue to do this and for you in pink to do 
that. 11 

"So we hear things in our memories: mothers telling little girls, Don't 
be a tomboy. Little girls don't get dirty. Little girls sit quietly and 
read. Little girls have inner space, little boys have all the rest of the 
world." 

Obviously, as Hernandez noted, even with laws against discrimination, women 
can't get some of the jobs in society if they are not prepared for them. 
However, she pointed out that the lack of women in the higher reaches of 
education is not so easily attributable to lack of preparation . The assump­
tion was that women did not filter upward in the educational hierarchy 
because they lacked managerial skills, Hernandez said, while men somehow 
magically acquired these skills simply by being moved up. 

"We assumed that by being male all those people had managerial skills in much 
the same way we assumed that all women who go from being single to being 
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married and being a parent somehow gained all the necessary skills simply 

by making the transition. 11 

11 S0 we took people who did their existing job well and moved them up. But 

very frequently they were not trained. And they did not get any training 

at all in how to make the transition fran being a good teacher to being a 

good manager . .. the good practitioner is not necessarily a good administrator . " 

The importance of re-evaluating the nature of and acquisition of administrative 

skills cannot be overstated, Hernandez said. 11 It 1 s very clear that if we're 

going to change the picture of our society, if we're going to un-do accul­

turated behavior, then we must provide some new role models.It 

11 If we in the educational field do not understand our role as transmitter 

both of the culture and of the value systems, we have missed the real oppor­

tunity to explore new horizons with very young people, '' Hernandez said. 

"We cannot go around saying what we would like to see done if we continue 

to behave in a different kind of pattern. When we talk about sex equity in 

educationa1 leadership ... we are talking about fundamental changes in our 

society. 11 

"We have a responsibility to expand the choices people have in society. 

somewhere, perhaps, in some woman 1 s mind, if it can be freed, is a cure for 

cancer. Somewhere in some woman's mind ... there may be a solution for 

world peace. 11 

11 SOMEWHERE, PERHAPS, IN SOME WOMAN'S MIND, IF IT CAN BE 

FREED, IS A CURE FOR CANCER. SOMEWHERE IN SOME WOMAN'S 

MIND. , . THERE Ml\Y BE A SOLUTION FOR WORLD PEACE. 11 

11The educational system, 11 Hernandez said, "is a system that has much to do, 

to transmit this new kind of hope to the society. 11 
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In a ques tion-and-answer session, some of the topics addressed by 
Hernandez included: 

Affirmative action and education--part of the difficulty is that 
current opportunities for employment in education are contracting rather 
than expanding. 

Unemployrnent--"We have not been uncomfortable with unemployment rates 
because the unemployment rate has been most heavily felt by minorities and 
women, and we're not in power ... It's the classic definition of the 
difference between a recession and a depression. A recession is when the 
next-door neighbor is out of work, and a depression is when you're out of 
work." 

Sex role stereotyping as an international problem--"! used to think 
it was systems of government that made the difference. I no longer think 
that ... It turns out that, the Russian woman may be out there sweeping the 
streets or becoming a medi cal student or being a doctor, but when she gets 
home, she's cooking and hubby's got his feet up on the ottoman while he's 
reading the paper. So the roles may be different in the economic world, 
but the roles at home have not changed very much. 11 
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CONFERENCE GROUPS 

The idea for small conference groups came about partly in response to 
the oft-heard remark, "One thi,ng I don I t 1 i ke about conference is I have 
little time to rap with old friends or to meet new friends.'' Taking off 

from there~ small conference groups were designed to provide a context 
where: 

-individuals could exchange ideas and concerns about sex equity 
-each participant could have an opportunity to meet and get to know 
a few other Oregon educators in a more informal setting 

-ideas gleaned fran the different conference strands could be exchanged 
-a support system could be built concerning male-female work issues in 
public schools 

"ONE THING I DON'T LIKE ABOUT CONFERENCES IS I HAVE LITTLE 
TIME TO RAP WITH OLD FRIENDS OR TO MEET NEW FRIENDS." 
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The process of setting up the conference groups included the following steps: 
(l) Identifying homes for the Saturday evening meetings. The list of 

prospective hosts/hostesses was compiled by the staff with each member 
suggesting several friends and/or col1eagues. A letter was sent to these 
people explaining what we were attempting to accomplish and asking their 
support in offering their homes. $20.00 was provided for refreshments. 

(2) As registrations came in, each participant was assigned to a group. 
The information packet provided each participant contained his/her dinner 
table assignment for Friday ev.ening and also the name of the Saturday evening 
host home with a map giving directions to the home. 
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(3) A list of facilitators was compiled, again through staff associ­
ations with Oregon educators. One educator acted as head facilitator , 
coordinating the efforts of the others. An evening training session, with 
dinner provided, was held the end of March in which facilitators received 
a conference overview. At the training session questions relating to each 
strand were brainstormed, as were ideas for helping find common areas of 
interest and ways to keep conversation flowing in each group. Agreements 
about time limits were discussed and instructions given as to where/when 
to col lect evaluation forms from conference participants. Facilitators 
were also asked to document their impressions and experiences in the con­
ference groups. Following is a summary of those comments. 

On Friday evening, several groups exhibited animated interest and partici­
pation, sharing personal interests and experiences, and enthusiasm for the 
coming events. A couple of other groups seemed too low on energy for intense 
discussion and were more concerned with getting information about what was 
to happen on Saturday . The Saturday evening groups were generally lower in 
attendance than Friday evening. However, those that met reported a relaxed 
atmosphere and interesting discussions. One facilitator reported a carry­
over from a Friday night discussion. Most people seemed eager to talk . 
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There was unanimous consent among the facilitators, as well as the partici­
pants, that the groups were very worthwhile and should be part of next year's 
conference. Several suggestions were offered for planning future conferences, 
one being that people should have an opportunity to indicate on the registra­
tion form whether or not they wish to be part of a group. It was suggested 
that fewer homes be used, thus having larger groups and providing different 
opportunities for discussion; i.e., one-on-one or small groups, which would 
come together later in a large group. Further suggestions included a better 
setting and more privacy for the initial meeting, a more realistic time 
Friday and Saturday evenings, and a more mixed grouping by sex and geogra­
phical location. One facilitator recommended that this year's comnents be 
used as part of the advertisement for next year's conference. 

Meeting in people's hanes was rated as very positive and seen as providing 
a relaxed environment where people felt comfortable with personal sharing, 
as well as sharing of ideas generated by the conference. One participant 

comnented, "This was the best part of the weekend.'' 

"THIS WAS THE BEST PART OF THE WEEKEND. 11 
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WORKSHOP: ADMINISTRATION AS A CAREER CHOICE 

Panel Moderator: Gail Fullington, Universjty of Oregon 

Workshop Purposes: 
1. To recognize the personal choice points in career decisions. 
2. To identify facts about who are administrators. 
3. To understand what employers look for in administrative selection. 

Workshop Format: 
The workshop was held with about 45 participants. It lasted three hours, 
divided into three 45-minute sessions. The panels were introduced, the 
lively discussion got underway promptly, and the participants seemed eager 
to hear each panel's remarks . 

Panel One-- The Employee's View: Why I Chose Administration 
Panel Merrbers: Barbara Keirnes, Principal, Edgewood Elementary School, 

Eugene School District 4J 
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Tom Payzant, Superintendent, Eugene School District 4J 

Jack Patterson, graduate student, curriculum and instruc­

tion; Principal, St. Albert's School, Alberta, Canada 

Laura Perko, Personnel Specialist, Portland Public 
Schools 

Tom Payzant, the first speaker, briefly presented his background, 
including his undergraduate work, entrance into the Masters of Teaching 
program at Harvard, teaching experience in Tacoma, entrance into the Admin­
istrative Career Program for his Doctorate at Harvard, becoming Administrative 
Assistant to the Superintendent in New Orleans, and becoming superintendent 
at age 28 of a suburb of Philadelphia where he worked four years before 
coming to Eugene. 

Payzant stressed the advantages of being in the right place at the right time 

and the importance of the mentor system; that is, getting jobs to begin with 

by knowing people who are in positions of responsibility. He emphasized that 
his relative youth had been against him and recognized the difficulty of 
breaking into a system that looks for white males with experience . 
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A superintendent needs to be able to evaluate his/her own capabili ties, 
Payzant said, because criticisms are constant. The challenge comes in 
learning to sift destructive criticism from the constructive and to retain 
the ability to be guided by the views of other people rather than becoming 
totally insensitive in order to protect oneself from criticism. He finally 
realized he was an administrator, Payzant said, when he had to confront 
teachers and realized that he was no longer one of them in the classroom. 

Laura Perko, the second speaker, read a poem surrmarizing her life and 
career. It is printed following this report, page 29. 

Barbara Keirnes started as a Pre-Med major in college, earned her BA 
in chemistry, was married, and had four children. Ten years later, she 
found herself back on the job market. She got a position as an Intern in 
order to get her teaching credential, taught two years and received a 
fellowship at the University of Oregon. She then returned to the classroom 
for another four years, during which time she was a team leader, and was 
asked to apply for the position of principal. Lacking role models for women 
administrators, Keirnes found the job challenging, and occasionally lonely. 
Since her job is unique, she is a frequent member of task forces and finds 
that the personal cost to her has been the time lost from her family. 

Jack Patterson agreed that there is a personal cost in time lost from 
family life. As an administrator in a small community he finds that he is 
continually appointed to committees and task forces, both within the educa­
tional field and outside it. Patterson was a PE and social studies teacher 
and coach, and then Athletic Director for three years. He studied guidance 
and counselling at the University of Alberta, but found the progress too 
slow. He taught and was Field Experience Administrator at the University of 
Alberta for three years, then became elementary-junior high principal at St. 
Albert's School. He said his greatest pleasure as an administrator comes 
"when we change the environment to make things better for learning." 
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Questions from the audience were directed primarily at Barbara Keirnes. Par­
ticularly interesting was her answer to the question, "How did you change 
as an administrator to be different from the male role models you had found 
unsatisfactory? 11 Keirnes mentioned changes she had made in evaluation pro­
cedures, in replacing the desk in her office with a round table, in disciplinary 
techniques that get away from the punishment role and into a counseling role, 
and in delegating more authority to teachers to get away from the paternalistic 
attitude. 

Someone else asked, "There are fewer and fewer job openings and more and 
more woiren wanting to enter the profession. How can that be resolved?" 
Laura Perko restated her belief that any improvement is worth it to the indi­
vidual, whether it be to Department Head or to Superintendent. Tom Payzant 
noted that there is always room for quality people, even with as many as 
75-80 applicants for each job. The question was pursued, "Isn 1 t there a 
bit of the 1 It was easy for me so it should be easy for you' attitude on the 
part of women administrators?'' Both Barbara Keirnes and Laura Perko said 
that it had not been particularly easy for them, but that the key is to keep 
plugging away at it. They also felt that it is getting easier for woiren. 
Tom Payzant noted that whenever a person is the first to do something,she/he 
has to be 11 super at it. 11 Keirnes emphasized that no matter what sex a person 
is, she/he has to be good at the job to be principal. 

One question was asked about the grooming process and Tom Payzant reiterated 
his description of the process, adding that it is not only a matter of sex, 
but of being on the inside rather than on the outside. 

During the break, active discussion continued with the members of the panel. 

Panel Two-- The Researcher's Point of View: The Career Paths of 

Administrators: What Do We Know? 
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Panel Members: Dick Carlson, Chair, Department of Educational 
Administration, University of Oregon 

Susan Paddock, graduate student, Department of 
Educati ona 1 Administration; dissertation: "A Study 
of Careers of Women in Educational Administration. 11 

Dick Carlson discussed demographic characteristics of teachers, prin­
cipals, and superintendents. He presented the following data : 

Teachers are 55% female, 68% Protestant, evenly distributed among 
political parties; 

Principals are 2% female, 78% Protestant, 40% Republican (the national 
average is 27% Republican), and of the males, 63% are married; 

Superintendents are less than 1% female, 87% Protestant, 60% Republican, 
and, of the males, virtually 100% are married. 

Sue Paddock presented typical career patterns for males, explaining the 
difference between planned and emergent careers. Men typically have planned 
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careers, beginning their steps through line admi ni strati ve positions while 
in their late 20 1s, about five years earlier than females. Sue Paddock 
noted that 60% to 70% of the men are wil 1 ing to move to other districts, 
while women are much less willing to relocate. She also pointed out that men 
typically move straight up the ladder fran assistant principals to superin­
tendent posts, wh11e women are diverted 'into other staff positions, such as 
curricu lum specialist. Women, therefore, decide later in life that they 
want to be administrators, get into their first administrative positions 
later, and have a less direct route to superintendencies. 

Dick Carlson then showed some figures and drew sane conclusions based 
on studies of the 1300 11 line position" jobs in Oregon. He said that appli­
cants for these jobs face a situation in which there are plenty of job 
openings, but they cannot remain vacant and must be filled irrmediately . Of 
these vacancies, Dick Carlson said, 65% are filled from outside the network; 
that is, filled by people not holding the 1300 line positions. In trying to 
answer the question, 11 Why are people from outside seen as better qualified 
than those within the system?", he suggested that it is difficult to 11 prove 11 

good or bad performance by an administrator; often the outsider looks better 
because the poor reports don't travel with resumes. 

There was lively disagreement with his assertion that administration is 
different from other jobs in education such as curriculum di rector or other 
staff positions. Di ck Carl son asserted that administrators are specially 
trained professionals and noted that 50% of them leave the system in five 
years. 

Panel Three-- The Employer's Point of View: How Administrators Are 
Selected 

Panel Members: Ken Erickson, Field Training and Service Bureau, 
University of Oregon College of Education 
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David Mortimore, Regional Director, Eugene School 
District 4J 

Al Rousseau, Assistant Superintendent for Personnel, 
Beaverton, Oregon 

Barbara Klein, member, Forest Grove School Board; Past 
President, Oregon School Boards Association; member, 
National School Boards Association 

Dave Mortimore outlined the process for hiring for a clear opening in 
an administrative position: 

1. Advertisement of the position nationwide, with a job description; 
2. Preliminary screening for legal qualifications; 
3. Formation of a committee of teachers, personnel officers, and 

parents to read the folders , make choices, and interview 12 semi­
finalists; 

4. Committee choice of three final candidates to be referred to the 
superintendent for ultimate decision. 
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Dave Mortimore also described District 4J's Administrative Intern Program, 
which is designed primarily to train women for administration. The current 
intern,Joyce Osternig, was in the group of participants. 

Al Rousseau made the following suggestions for women who are trying 
to get into administrative jobs: 

1. Consider and be honest with yourself about your motivations, 
whether it is money, prestige, value to education, etc. 

2. Think about the direction you want to go--the level, the specialty 
(e.g., curriculum), the building level. 

3. Consider how flexible you are in district or geographical setting. 
4. Get training and certification; this shows co111T1itment (Rousseau 

pointed out, however, that there is a degree of luck involved in 
being prepared when the openings occur). 

5. Make your interests known to your principal or supervisor; they 
can be the greatest help. 

6. Make your interests known to your district, especially to the person 
involved in hiring. Stay in touch without being a pest. 

7. Be visible at the district level on district committees, screening 
committees, etc. 

8. Build an impressive application file, choose the right people for 
recommendations and ask them to discuss your qualifications for 
various aspects of administrative jobs. 

9. Be alert to openings and don't be afraid to apply. 

Barbara Klein described the hiring of a superintendent from the school 
board's point of view. The Board must examine the needs of the district and 
find someone who fits those needs. Klein reviewed the process of interviewing, 
visiting home towns, and, finally, hiring. 

Ken Erickson su111T1arized the qualities necessary in a superintendent. He 
particularly stressed integrity, intelligence, dedication, and, finally, potential. 
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There is no proof that experience is a requirement, Erickson said, noting 
that there have always been first-year wh1te male administrators. 

In answering questions, the panel pointed out that changes in the laws 
governi:ng hiring severely hamper current hiring practices, the strength of 
the mentor and 11 old boy" systems, and the liberty districts have to appoint 
and promote directly. All panelists believed that these changes were for 
the better and would make it more likely that women would be hired in the 
future. Klein stated that it would be a 11plum 11 for a district to hire a 
female administrator/superintendent. 

Documentor: Ronalee Ramsey 
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BEING AND -BECOMING 
By Laura Perko 

From a Personal Vantage Point 

I enjoy being a girl, 
and it 1s important to enjoy being what you are-­
even with freckles 

I enjoy being who I am-­
wife of twenty seven years, 
mother of two grOt'ln and married sons, 
grandmother tc be ... , 
who wouldn 1 t want to be any other age than 
the one I forget unless I check my driver's license, 

which is incorrect 

I enjoy wh at I do for fun--

painting, writing poetry, designing and building two ho.uses 
(with help), electrical wiring, reading, golfing--sometimes fairly, 
knitting, sewing, gardening, meeting people, listening .. . 



-30-

But there's another kind of doing in me, 
and I enjoy that too: 
Learning, teaching, being an administrator in a busy world. 
And this is some of the sum of how I came to be 
wherever I am in the process of becoming. 

I was born into the middle of whenever must have been 
the right time and place for me--
although some people called it the Great Depression, 
but I don't believe in being depressed, 
so I wasn't--

MY only childhood was spent in wish-willing and wonder-woulding, 
with boys, books, bicycles, baseballs, learned adults, 
IT\Y questions, their answers, 
and I believed most of what I was told was absolutely true 
(and some of it was}. 

I expanded into education 
with brick-buildings, hall-monitors, umbrellas, 
lunch boxes, flowers for my teachers, 
a wearying war, rationing, 
more boys and girls, 
more learned adults, more questions, fewer answers, more thinking, 
saddle shoes, library cards that brought more books and more thinking, 
stairs I went up that weren't even for going down, 
and I graduated into "what to do and be ... 11 

I entered the work world 
as one who had studied fashion design, and thought 
someday I would be an artist or secretary •iand sit on the boss's lap" 

or teacher--in whatever order, 
and I was--in that order 
by accident or design. 



-31-

But the advertising department I managed 
was intent upon heavy equipment--not skirt lengths, 
and I worked with the print shop, the draftsmen, 
the factory, the men who labored and joked, 
a built-in photography lab, theater, airport with private planes 
I would not fly in. 
I learned to drink black coffee, meet deadlines that were always 
11 due yesterday, 11 

and when I became private secretary to the President of the finn, 
I chose not to sit in anybody's lap. 
And some of the time we sang. 

I married a man who 
thought it was all right for me 
to think and do--
although he did and does not always agree with 
what I think or do or say--
and sometimes he doesn't even understand 
what I have thought o~ said or done--
But sometimes he does, 
and this is all right, too. 

We parented two children, 
which involves much more than giving birth to them, 
and I suppose we knew that, 
but we celebrated a new generation 
and busily began to love it, launch it, feed it, 
educate it into something close to what is generally described as 
a suitable human condition. 



-32-

Somewhere soon upon that way, 
it occurred to 11\Y husband and to me--in random order-­
that I would go back to school and learn more 

about and with another dimension of me--
not something I had forgotten, 
but something I had tucked aside for a time--

MY student-wife-mothering moment 
wasn't easy for 11\Y family or for me, 
but it was possible, 
ancl I did my part of the tasking with their help 
in laundry folding parties, night light burning, 
and a mutual sense of "this thing's to do ... " 

And I flourished into more books and degrees-­
with a fellowship 
and a goal to become a teacher, 
and suddenly I was, 
or so my certificates said. 
Being a teacher is not that simple. 
But I believed, and learned, and I was, 
and the students believed and learned and agreed that I was 
a teacher of this and that. 

I began teaching English to college students 
who knew little more about infinitives (split or unsplit), 
semicolons, or whether syntax was a dirty word 
than they knew about whether we would win the war 
they didn't like, didn't understand, and didn't want to fight­
even if they were drafted, 
and they didn't want to be. 
And one of 11\Y students said, 11 If you have freckles on your soul, 1 et them show, 11 

and I have. 
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I knew I would becoll1€ a high school teacher. 
High school students should be taught 
by teachers who believe in them at a time when 
they have "bubbles in their blood 0 and in their gum-­
and I did, 
so I went to Lincoln High School to teach English-­
from commas to Shakespeare--
to many students who loved to learn 
and just as many who didn't. 
And I became the chairman of their English Department, 
and we grew happily together. 

And I didn't run away from the classroom or the students, 
but I knew that another part of me was willing to do more; 
and nothing said I couldn't, 
so I worked to grow 
and became a Vice-Principal, part of the administrative team. 
I kept my office door and my mind open, 
listened much, met manifold assignments each day-­
all with top priority--
and we all know the students are always that 
and rightly so. 
And I loved each day and its doing. 

But another door opened, 
and it was time for me to learn again and grow again and do again, 
and thus I have become a Personnel Specialist for Portland Public Schools, 
in charge of Professional Growth Incentive Programs, 
and I've always believed in that--



So, here I am-­
believing in trying 
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(call that the Puritan Eth1c, the American Dream, or what you will). 
Even in failing 
something good is possible, 
and most of the time 
believers and tryers 
don't fail in everything, 
and some of the time 
they succeed in much. 
And it's best if along with that 
they can enjoy bei,ng what they are and who they are-­
doing at that moment what is most important to do. 

And I do, 
and no one has ever told me not to. 
And if someone did, I wouldn't believe 
because that's not the answer to anybody's question, 
and that 's not the place for anybody to be--
and I'm too busy right now 
feeling O.K. about whomever I am, 
wherever I am 
on the way to whatever I am becoming 
in this wonderful process of growing up. 
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WORKSHOP: LEGAL ISSUES I 

OVERVIEW OF TITLE IX 

Facilitator: Barbara Caulfield, School of Law, University of Oregon 

Highlights of the Workshop 
Facilitator Barbara Caulfield set out a five-point agenda of topics to 
be covered: 

l. Historical background 
2. Important regulations 
3. Mljor cases 
4. School board policies 
5. Pending cases 

Barbara Caulfield then discussed the emergence of legal principles such as 
government spending of public money and the right of individuals not to be 
discri minated against by their government. Former Representative Edith 
Green was noted for having spearheaded the Title IX movement in Oregon. 
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The Gilbert vs. General Electric case was discussed at length. The impli­
cations of this case--in setting a precedent for defining pregnancy as a 
temporary illness--seemed to be far-reaching. General participant response 
to this definition seemed to be one of amazement. 

Finally, H.B. 213, Chapter 204 and ORS 659.150 were discussed in relation 
to Title IX. Implications of this legislation were discussed in detail 
and participant questions were answered by the facilitator. 

Evaluation 
This session was primarily informational in nature, to provide a common 
level of awareness for participants. The flow of communication was almost 
' 

entirely from the facilitator. Questions were general rather than specific 
or confrontative. It seerred to be understood that more specific questions 
would be dealt with in the later sessions, after a basic information and 
trust level had been established. Everyone seemed quite comfortable with 
this format. 

The facilitator did an excellent job of following her agenda. All five 
areas seemed to be covered evenly, with enough time left at the end for 
questions. All questions were fully answered; when there were no more 
questions, the session ended. 

Participants seerred satisfied and eager for the subsequent legal workshops. 
One woman teacher said, "I'm glad this was the first session today. I've 
neve r been quite sure of what the law had to do with sexism in education. 
I understand now what Title IX covers and does not cover, and how much I 
can depend on it. 11 
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WORKSHOP: LEGAL ISSUES II 

PROCEDURES FOR COMPLIANCE 

Facilitators: Larry Mylnechuck, Oregon Department of Education 

Kathryn Preecs, General Assistance Center, Portland State 
University 

The co-facilitators divided the time equally. One explained the general 
steps toward compliance with federal and state laws, while the other offered 
technical assistance to school districts attempting to comply with these 
laws. 

Highlights of the Workshop 
Discussion centered on three major topics: 

1. Steps to be taken for compliance 
2. Revised Form HEW #639 to be submitted 
3. Assistance to be expected from the General Assistance Center and 

the State Department of Education 
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The five steps for Title IX compliance are: 
1. Develop and publish a policy of non-discrimination on the basis 

of sex 
2. Designate implementation people to put it together 
3. Develop and publish grievance procedures 
4. Submit Form HEW #639--Assurance Form 
5. Conduct an institutional self-evaluation 

The importance of submitting Form HEW #639 was emphasized by the state 
department representative, who stated that a new division in that depart­
ment is being created to enforce compliance. Questions centered on part­
time and full-time employees' status and collective bargaining. There 
seemed to be a general disbelief among participants that any action would 
be taken against school districts who failed to submit Form HEW #639 by 
June 30. A male counselor asked, "What can they (presumably the federal 
government) do about it? They let it go last year. What are they going 
to do about it this year?" 

Handicapped. At one point, questions focused on residency programs 
for the handicapped in the state. There was considerable confusion as 
to the ability of these programs to conform to Oregon Revised Statute 
(ORS) 659. 150. 

One male administrator for a community college questioned his institution's 
ability to comply with this statute due to the nature of residency programs. 
A female counselor agreed, saying, "I just don't see how our handicapped 
program can possibly be expected to be the same as regular school programs!'' 

Evaluation 
The topics of steps for colJl>ljance and kinds of assistance available from 
various agencies were easily discussed, and the session generally went well 
according to stated purposes. However, two issues received a lot of attention. 
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One was confusion about HEW Form #639. The other was residency programs. 
This was of particular concern and participants who work in residency pro­
grams were unclear about the application of laws to their programs . 

..... ,. ,, ,,,.,n,~c I •.DI CJlt.l'hJ' 
, f~l Otl..J\."'w<Lt:"' 11 n ·u 



Panel Members: 
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WORKSHOP: LEGAL ISSUES III 
TITLE IX AND ATHLETICS 

Bev Melugin, Curriculum Analyst, Eugene Public Schools 4J 
Gary Gehlert, Graduate Student, University of Oregon, Asst. Principal 

Marshfield High School, Coos Bay, Oregon 
Steve Gentry, Teacher, Silver Lea Elementary School, Eugene, Oregon 
Lynn George, Asst. Principal, Spencer Butte Jr. High School, Eugene 

Public Schools 4J 

Highlights of the Workshop 
The session began with an outline of what is allowed and what is prohibited 
under Section 86.41 of Title IX. (See Document 80 ). 

Next, factors to be used in assessing equality of opportunity were discussed. 
These factors are shown on page 90 of the handout titled "Athletics". (See 
Document 84 ) . 

Each panel member then made a short statement of his/her concerns with regard 
to athletics and Title IX. Most of them seemed concerned with where the money 
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and the coaching and administrative personnel will cane from to equalize 
programs for both sexes in the schools . 

During the discussion, one female teacher said, 11 I just really question the 
priorities of offering coaching and teaching to a limited percentage of 
students." A male elementary school PE teacher then war11.ed of an upcoming 
wave of girl athletes and the lack of trained personnel to acconmodate them. 
A male high school administrator asked, ."Where will the revenue come from in 
the future for non-revenue supportive. sports?" These seemed to be the questions 
uppermost in the minds of most participants. 

There seemed to be general agreement on the problem areas in trying to create 

equal opportunities in athletics, but a conflict arose at one point between 
a female parent and a male administrator/ex-coach. The administrator was 
questioning the ability of women's sports to support themselves financially, 
while the parent was questioning the priorities of athletics for a few as 
opposed to intramurals for many. The problem of providing athletics to 
create 11 supers tars II or to provide some atl'il eti c opportunities for a 11 was 
discussed. 

Evaluation 
The session accomplished its goals of disseminating information and causing 
active discussion. The session moved easily and quickly through the infor­
mative portion and the position statements of panel members. This format 
seemed to work well; discussion that followed seemed to focus on issues of 
concern to all. 

Many participants were on the edge of their seats and raised their hands 
quickly to get a word in edgewise. This was a good session to have just 
before lunch . Many people seemed to forget that they might be tired or 
hungry, and actively took part in the discussion. 
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WORKSHOP: LEGAL ISSUES IV 
AFFIRMATIVE ACTION IN EMPLOYMENT 

Facilitator: George Russell, Affirmative Action Officer, Eugene Public 
Schools 4J 

Highlights of the Workshop 
George Russell began by displaying his agenda on the overhead projector: 

I . Laws and Regulations 
A. Title VII 
B. Title IX 
C. Chapter 204 
D. Section 504 
E. Equal Pay Act 

II . Non-Discriminatory Recruitment vs . Discriminatory Recruitment 
III. Non-Discriminatory Hiring 

A. Adverse Impact 
B. Selection Procedure 

1. Screening 
2. Interviewing 
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C. Selection Rates 
IV. Problems and Issues 

A. Preferential Hiring 
B. Remediation 
C. Traditional Standards of Quality 
D. Reverse Discrimination 

V. The Future 

The session followed this format. Information was disseminated and questions 
were technical. 

Evaluation 
Although this session was not as participatory as the previous sessions , 
there was agreement that the information being disseminated was important . 
It seemed apparent there is a great need among educators for basic information 
on affirmative action in employment. 

The session served to raised participants' general awareness of the effects 
of Title IX and affirmative action plans on employment procedures. 
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WORKSHOP: LEGAL ISSUES V 
QUESTION-AND-ANSWER WRAP-UP SESSION 

Facilitator: Peg Williams, SEEL Project Staff member, University of Oregon 

Highlights of the Workshop 
Five basic areas were covered: 

1. Athletics and affirmative action 
2. Reverse discrimination 
3. Voluntary vs. involuntary quotas 
4. Economic impacts on affirmative action 
5. The spirit of Title IX 

Discussion of athletics and affirmative action centered on the questions: 
What sports are similar enough to constitute equal opportunity? What 
number of people constitute enough to field another team in a given sport? 

Special admissions criteria and the courts' inability to play a leadership 
role at the practical level of affirmative action employment were the focus 
of the discussion on reverse discrimination. Many participants saw the law 
enforcement agencies so far out in front of the courts that the courts, 
rather than backing the agencies, are instead engaged in a conflict with 
them. 

The quota system discussion dealt primarily with the difference between 
voluntary and involuntary quotas. The courts are trying to determine what 
constitutes an honest attempt at compliance. 

Economic considerations seem vital to the success of the affirmative action 
rovement . Several cases were cited of financial benefits accruing to some, 
depending on how the law is interpreted. This area seemed to need more 
thorough examination. 
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Finally, the spirit of Title IX was examined particularly with regard to 
the nature of a bona fide effort to comply. People were encouraged to 
file complaints in order to speed up the process of compliance as well as 
progress toward equal opportunity. 

Oocumentor: David Johnson 
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WORKSHOP: SEX ROLES AND TEACHING IN JR. AND HIGH SCHOOL 

Facilitator: Dierdre O'Neil, Feminists Northwest 

Workshop Purposes: Ending sexism in education by: 

l. Provide meaningful human goals rather than sex stereotyped goals 
2. Nurture human and creative potentia ls of both boys and girls 
3. Develop personal awareness of a full range of possible cognitive 

and affective expression 
4. Provide opportunities to experiment with al ternative behaviors 

(as opposed to sex-typed behaviors) 
5. Develop expertise in curriculum design as it relates to sexism 

Role Playing and Film. The first part of the session was spent defining 
sex role stereotyping. Members of the group took part in a role-playing 
exercise in which each person completed the sentence, "If I were a member 
of the opposite sex, I. . . 11 

A film, "Sexual Stereotyping in Terms of Soci al and Emotional Growth in the 
Classroom" (available from the Oregon State Department of Education), dealing 
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with sexism in the classroom was shown, with periodic stops for group dis­
cussion. Among the topics discussed were sexist advertising and the role 
of the educational system in reinforci_ng images purveyed by the media. 

Dierdre O'Neil suggested classroom activities to develop student awareness 
of sex role socialization. For example, bulletin boards and graffiti 
corners might give students the opportunity to react to specific questions 
as well as create an environment in which students could discuss personal 
sex biases. The facilitator also stressed the importance of integrating 
sex role awareness into the total school curriculum rather than isolating 
it in one class such as Women's Studies. 

Language. The second major topic of the workshop dealt with the sex 
bias of our language, which traditionally has reinforced the male image, 
and therefore, male power. A list of occupations was read: poet, manu­
facturer, murderer, principal, etc. While some group merrbers perceived the 
words as sexless, most connected them with male images. Only by adding a 
feminine suffix (as in ''poetess") or by directly identifying the person as 
female (as in "the woman doctor") is it clear that the person referred to 
is female. Otherwise, most of us automatically assume the person is male. 
Teachers were urged to look critically at reading and language materials 
in their programs, pointing out sex biased language to their students and 
eliminating it wherever possible. 

Dierdre O'Neil then read "Woman-Which Includes Man, Of Course" (See 
Document ~). Women in the group expressed feelings of importance and 
power in reaction to the piece, while the one man present said, "I asked 
myself; Who am I? And there wasn 1t any answer. I felt angry." 

Herstory. Finally, the facilitator presented the idea of integrating 
female herstory into history, to counteract the omission of women 1n text­
books and other materials used in the schools. She pointed to the unique 
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contribution women traditionally have made to our heritage by collecting 
"societal trivia" such as diaries, family albums, scrapbooks, cards and 
photos . 

Resources: Project Awareness Manual, John Havery, Oregon Department of 
Education 

Documenter: Dana Buck 
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WORKSHOP: SEX ROLES AND TEACHING IN ELEMENTARY SCHOOLS 

Facilitator~ Sally Mackle, Feminists Northwest 

Workshop Purposes: Elimination of sex role stereotyping in classrooms 

Highlights of the Workshop 
The three-hour sessicn began with participants (six women, three men) 
seated in a large circle. After the facilitator introduced herself, she 
asked participants to introduce themselves, a process that too~ about an 
hour as group members interacted among themselves. 

The facilitator then presented four steps toward eliminating sex role stereo­
typing: (1) examine materials and courses offered, (2) revise materials, 
(3) supplement materials with new units, and (4) expand the curriculum. 
There was not a great deal of discussion on this. 

Slide Show. A slide show entitled 11 Sex Role Stereotyping in Elementary 
School Books: The Hidden Curriculum" was followed by a lengthy and stimu­
lating discussion. Everyone participated freely and cooperatively. The 
men spoke honestly about inner feelings and the difficulty of being open. 

At the end of the slide show a male university professor asked, "Does using 
tenns like cow-person accomplish that much good?" Nearly everyone agreed 
that we should use non-sexist language, but that changing old patterns is 
hard at first. Most agreed, ho.vever, that we can change from the singular 
"he" or 11she 11 to the plural "they" quite easily. 

Film. A hand-out on boy-centered vs. girl-centered stories was discussed 
briefly and then th.e film uHey, What About Us? 11 was shown. The film was 

stopped after each scene for discussion. The film dealt with the pressures 
on children to confonn to sex role stereotypes. The group noted that text-
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books perpetuate the myth that any female who does well in athletics does 
so by accident. Also shown in the film was peer pressure on children to 
play the roles they are taught by textbooks, adults and the various news 
and entertainment media. 

There was a great deal of discussion of the way in which books, illustra­
tions, etc., make worren look dumb, helpless and inferior. No one seemed 
threatened by this (or any other) topic and everyone contributed thoughts 
as to how to remedy the situation. 

Parent Involvement. One participant asked how to get parents involved 
in the non-sexist education of their children . One woman suggested that 
parents use books as take-off points for discussion of sex role stereotyping. 
A male administrator suggested that parents be asked to open up more options 
for their children. A female teacher/administrator said parents need to 
examine themselves and their behavior before they can help their chi ldren 
and there was agreement with the facilitator's suggestion that awareness 
groups for parents should be offered, with menc11d women in separate groups 
to promote more openness. 

During a discussion of how to reinforce a student's positive self-image 
without reinforcing sex role stereotyping a male counselor to teenagers said, 
"Their resistance to discussing sex roles has been incredible." The group 
felt that good human qualities should be praised equally for both sexes and 
that such praise should be consistent. A male administrator suggested that 
a teacher has more impact as a role model than as a reinforcer. 

Conclusions 
For the most part the participants agreed on several points: 

1. Awareness of sex bias and stereotyping can cause_ guilt; 
2. When working with parents and teachers, the point should be made 

that everyone has used biased materials and made sex-stereotyped 
comments, but that no one does so intentially to hurt children; 
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3. Once we are aware, however, we need to change; and 
4. It is difficult to be honest about thoughts and feelings with a 

spouse or co-worker. 

Resource: Project Awareness Manual, John Havery, Oregon Department of 
Education 

Documenter: Dana Buck 
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WORKSHOP: DEVELOPING SUPPORT GROUPS 

Panel Menters: 
Sakre Oller, SEEL Project Staff Member 
Martha Harris, Curriculum Specialist, Eugene Public Schools 4J 
Joe Wiseman, Management Consultant, Eugene, Oregon 
Bill Starling, Cadre Director, Eugene Public Schools 4J 
Rita Northington, Counselor, Eugene Public Schools 4J 
Chic Jung, Consultant, Portland, Oregon 

Workshop Purposes 
1. To experience what could go on in a support group 
2. To legitimize the idea that men and women are both victims of sex 

role stereotyping 
3. To encourage men to talk with each other about being male in a 

sexist society (the assumption is that women are already talking 
about it) 

4. To give some guidelines for developing support groups for men and 
women 
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Workshop Fonnat 
Brief introduction of facilitators. Read 11Woma n-Which Includes Man, Of 
Course 11 (see Document ~) . 

Panel discuss guidelines for f orming groups. 

Reading of fantasy Sex Role Reversal (see Document~). 

Small group discussion. Introductions and reactions to fantasy role reversal. 

Reporting back of group recorders to whole group. 
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Highlights of the Workshop 
Large Group Discussion. The 26 participants seated themselves in 

chairs arranged 1n a large circle. There were 21 women and five men. 

The reactions of participants hearing "Woman-Which Includes Man, Of Course" 
were varied. Reactions of women participants ranged from "I felt elated" 
and "I felt good--more self-esteem", through "How powerful language is", to 
"I felt overburdened". Men responded that they felt vulnerable and left 
out during the reading. Two women who had heard it before read by a woman 
co1TV11ented on the difference it made to have this exercise read by a man. 

A facilitator presented a list of guidelines about forming support groups. 
The guidelines included: 

1. Form Sex Segregated Groups. Issues of maleness and femaleness are 
unique; sharing can be more beneficial within same sex groups. 

2. Have an experienced facilitator to ease introductions, understand 
group processes, and provide skills such as taking a survey, 
listening, etc. 

3. Have content resource people available (not necessarily part of the 
group, but to call on) who are aware of the work on sex roles and 
have done some work in the field. 

4. Make sure leadership is clear, especially if the group is to meet 
for only a short time. 

5. Be clear about what composition of people you want in the group 
(depends on the topics to be covered). Do you want teachers? Admin­
istrators? Educators mixed with non-educators? 

6. Be clear about issue of confidentiality. 

Small Group Discussions. Participants divided into three women's groups 
and one men's group to experiment with developing support groups. As a spring­
board for small group discussion, a facilitator presented a relaxation exercise 
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and a fantasy in which participants were asked to take themselves through 
an imaginary day. During this day, participants were to keep in mind a 
housemate of the opposite sex, real or imagined, and test their own reactions 
to imagined situations against what they thought this housemate's reactions 
would be--an effort to become more aware of what behaviors and reactions may 
be based on ~heir sex role, or on their perception of their sex role (see 
Document ~). 

The small groups met for over an hour and then reported on their sessions 
to the large group. Surrmaries of the group sessions follow: 

Group 1: Group 1 made the point that family men have a built-in support 
(women) group to take with them even if they move--their own families. 

This group discussed clothing and its effect on potential employers 
in inter~iews, and shared values and personal experiences. There 
was participation from all and a lot of active listening . 

Group 2: This group found it difficult to relate to the housemate idea men­
(women) tioned in the fantasy since many of them lived alone and liked it 

that way. They stressed support groups as important to people who 
are out front leading change. Since change is often resisted, a 
support group gives these 1 eaders a sense of 11we 11 • 

Group 3: This group felt tt is valuable to get out of the mainstream and 
(men) deal with men on meaningful issues. However,they said it is diffi­

cult to develop male support groups since men are not used to being 
nurturant. Nevertheless, the group reported that it took them only 
a short time to eliminate the. games and get to some real sharing. 

Group 4: This group met for a short time and took a break. They stressed 
(women) the need for support groups in isolated areas and for professional 

women. 
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The groups agreed on two conclusions : (1) both rren and women need support 
groups and (2) sexist language is a powerful determinant of the ways in 
which we experience the world. 

Resources: Liberated Man, by Warren Farrell, 1975, Bantam Publishers, 
$1.95, paperback 

Documenters: Judy Ness, Yvonne Parkinson 
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WORKSHOP.: RESTRUCTURING JOBS 

Panel Members: 
Jack Hunter, Eugene Education Assoc . ; teachers association and job sharing 
Joan Kalvelage, SEEL Project Member; former administrator with Eugene 

School District 4J; structure to improve canmunication between 
teachers and administrators 

Janice Marshall, graduate student, University of Or~gon; job sharing 
Peter Purdue, graduate student, University of Oregon; worked at school 

run by the teachers 
Josh Reckord, Eugene School District 4J; collaborative decision making 

in a school 
Nancy Reckord, Eugene School District 4J; job sharing 
Joe Weiner; Lane County Mental Health Department; job sharing 

Highlights of the Workshop 
One documenter described the 23 participants in this workshop as a ''hard­
core group". Apparently all the participants assumed the need for alterna­
tive job structures, and group members tended to be very supportive of one 
another throughout the day-long session. 

In the morning, parti~ipants quickly formed four small groups to discuss 
the problems associated with traditional job structures. Upon reconvening 
in the large group, participants compiled the following list: 

1. Administrators often do not understand what happens in the classroom 
2. Change is not allowed 
3. Knowledge of problems others face is restricted 
4. Full development of human potential is restricted 
5. Administrators suffer stress and overload 
6. Options are 1irnited 
7. People are trapped on one level of the hierarchy 
8. Most people work in isolation from other workers in the schools 
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The resource people were then introduced. The large groups then brainstormed 
to come up with topics for further discussion. This was a lengthy and cumber­
some process, but finally three groups were formed to discuss job sharing~ 
philosophy and job restructuring. People interested in each area went to 
different parts of the room to plan their activities for the afternoon. 
Each group was to prepare a project or product by the end of the afternoon 
to present to the other participants. 

Job Sharing. One of the women resource persons presented an overview 
of pending legislation to the job-sharing strand. Participants also directed 
specific tenure and retirement questions to the male union representative. 

There seemed to be sane disagreerrent on whether or not men needed full-time 
jobs. One female resource person said that the "quality of life is better if 
men have more time with (their) families." The male sex bias specialist, on 
the other hand, saw job-sharing as not feasible for men who needed more money 
to support those families. 
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A male teachers' union representative expressed opposition to a job-sharing 
bill (currently introduced in the state legislature) favored by a female 

resource person. Asked if the union would strike for job sharing, the man 
replied, 11 No, not for an issue that affects only 10% of our people. 11 

Eventually participants developed a plan for a packet to be used by those 
needing help in preparing for job sharing. SEEL will prepare the packet, 
wh;ch will include a 11slick 11 pamphlet that can be presented to prospective 
employers. 

Philosophy. The philosophy strand prepared a 11manifesto 11 for restruc­
turing jobs in education (see Document 1!_). This offers possible responses 
to an administrator who opposes restructuring of work by asserting such 
beliefs as, 11 Isn't it true that people who find a good 'fit' between their 
work and personal lives are more satisfied, productive and efficient and 
contribute more to soci ety? 11 

Job Restructuring. The alternative job structures strand developed 
a statement of intent and made five specific recomnendations: 

l. That a task force should evaluate the extent to which material on 
alternative forms of education is needed in teacher/administrator 
education at the University of Oregon. 

2. That a regular course should be offered at the University of Oregon 
in Current Strategies in Educational Change. 

3. That the University of Oregon should encourage the use of working 
teachers and administrators in its training programs. 

4. That SEEL's report should relay infonnation about restructuring of 
work in education. 

5. That SEEL should establish an award to recognize innovative efforts 
to restructure jobs. 
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Each group repo.rted to the entire body at the end of the afternoon. The 
entire group wished to be informed of any conclusions reached and to receive 
any materials prepared by SEEL after the conference . 

Documenters : Judy Ness, Yvonne Parkinson 



-61-

ANDROGENOUS LEADERSHIP 

Sue Gilmore and Patrick Fraleigh conducted the Sunday morning session on 
Androgenous Leadership. They began by reading an excerpt from "Masculine­

Feminine" by Betty and Theordore Roszak (Document 94) . 

The reading was followed by a dialogue with the audience about issues of 
leadership, working styles, career aspirations and how Sue and Patrick, 
as a professional and personal team, share their work and family responsi­
bilities. They presented an outline of issues for individuals to work on 
in relation to sex roles. Participants broke into small groups and recon­
vened for a general session. 
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REACTIONS TO THE CONFERENCE 
by 

Warren Bell, Scott Pengally and Sara Isenberg 

In addition to using participant observers to document the actions and 
reactions of conference participants, speakers and guests, we administered 
questionnaires and conducted post-conference interviews to gather infor-
mation concerning participant's reactions to the conference. In this chapter, 
we summarize the information gathered by questionnaire and interview and 
present our conclusions based on this information. 

Sulllllary of Reactions to the Conference 
This conference received high praise. Participants were glad they had 
attended the conference. They were enthusiastic about the way the confer­
ence was structured, about the presentations they heard and about what 
they learned. 

Participants liked the way the conference was structured. The pacing was 
just right and combinations of workshops and content areas permitted them 
to take advantage of the opportunities that had attracted their interest 
before the conference . 

Also, participants liked the presentations. They especially liked the work­
shops on careers in educational administration and legal issues. Presenta­
tions by Aileen Hernandez and Susan Gilmore and Patrick Fraleigh received 
special praise. 

Furthermore, participants reported that they learned much from this conference. 
They mentioned having learned much more about the SEEL Project and more 
about other participants, who like themselves, were seeking support networks 
in Oregon. They indicated that they learned more about how to detect subtle 
and non-subtle forms of sex discrimination, and reported that they became 
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more aware of films and non-sexist teaching materials, which they felt 
they would use in their jobs. 

Finally, when participants were asked to recommend ways of improving 
future conferences, they hoped that more time would be devoted to publicity 
so that more colleagues will be attracted to conferences like this one. 
They a 1 so recommended taking future SEEL conferences 11 to the peop 1 e 11 • They 
recommended that conferences be held in Portland, Eastern Oregon, and on 
the Oregon Coast. 

How Reactions Were Solicited 
At the beginning of the conference, all participants were given a packet of 
materials which included a conference reaction form. This questionnaire 
was designed to gather information about participants' reactions to the 
conference as well as elicit ideas and suggestions that could be used for 
future planning of additional conferences. 

A month after the conference, interviews were conducted to learn how partici­
pants benefited from the conference and to gain more information about planning 
future conferences. Persons who were interviewed were persons who attended 
the conference as participants and facilitators. Persons who received infor­
mation about the conference but who did not attend were also interviewed. 

Who Responded 
Eighty-eight persons attended the workshop sess i ans of the conference. Fifty 
persons, or 57% of the participants, completed the conference reaction form. 
Of these respondents,80% were women and 20% were men. Before completing the 
reaction form, each respondent was asked to indicate which conference work­
shops they attended. Table 1 presents the number of individuals in attendance 
at each workshop who filled out evaluation forms. The numbers do not reflect 

the actual numbers in attendance at each workshop. In reading this table, one 
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should keep in mind that an individual could and in fact usually did attend 
two or three workshops during the conference. 

Table 1 

NUMBER OF RESPONDENTS 
ATTENDING VARIOUS CONFERENCE WORKSHOPS 

No. of Persons Completing 
Evaluation Form 

13 

23 

6 

23 
11 
21 

Workshop 

Workshop on Teaching and Sex Roles 
Administration as a Career Choice Workshop 
Workshop on Innovative Structuring of Jobs 
Legal Issues Workshop 
Developing Support Groups 
Film Festival 

Thirty-two persons wer~ contacted by telephone for follow-up interviews. 
Twenty-two persons were interviewed. 
did not attend the SEEL conference. 

Five respondents were persons who 
Five respondents were facilitators 

and twelve respondents were participants in the conference. 

Respondents who attended the conference as participants were middle level 
education administrators from school districts in the Willamette Valley and 
Portland, Oregon. Ten persons were females and two were males. These pro­
portions are simi1ar to the proportions of persons attending the conference. 

Respondents who attended the conference as facilitators were persons who 
provide human services as counselors and O.D. consultants. Two were head 
teachers of alternative schools and one person was in private business. 
Three respondents were females; two were males. 
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Respondents who did not attend the conference were upper level school admin­
istrators . One person was a superintendent. two were principals, one was a 
curriculum coordinator, and one was a psychology teacher. Four respondents 
were ma 1 e s and one was a fema 1 e. 

No attempt was made to randomly select respondents for follow-up interviews. 
Information necessary for random selection was not available. Nonetheless, 
names were selected at random from among available lists of persons who 
received publicity about the conference in each of the three categories . 

Su11111ary of Questionnaire Data 
The questionnaire was comprised of four sections. The first section asked 
about the adequacy of the conference orientation material s , the second asked 
about specific aspects of the conference, the third focused on the utility 
of the conference groups, and the fourth asked for general reaction to the 
conference . With the exception of the final two items, the items i n the 
questionnaire used a five-point Likert-type scale and required the respondents 
to indicate their agreement or disagreement with various descriptive state­
ments about the conference . The final two items used a six-point scale. 

Two items asked respondents about the adequacy of the preconference orienta­
tion materials . Table 2 summarizes the response to these items . The percen­
tage making the "two most favorable responses" was high for both items, 88.9% 
and 84.4% respectively, indicating that the packet of materials describing 
the conference and giving information about facilities was sufficient in the 
eyes of most of the participants. Five respondents did not receive the pre­
conference orientation materials. 
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TABLE 2 
QUESTION #2 

A. 

B. 

How successfully they provided SCALE fi % N x % marking 
you with information you needed. 2 most 

fav.resen. 
Unsatisfactory 5 45 1.62 88.9 

4 
3 5 11.1 

2 18 40.0 
Excellent 1 22 48.9 

NR 5 

How successfully they gave you clear 
and corrent expectations about the % marking 

nature of the conference. SCALE fi T N x 2 most 
fav. 

Unsatisfactory 5 45 1.77 84.4 
4 1 2.2 
3 6 13.3 
2 20 44.4 

Excellent 1 18 40.0 
NR 4 

The second section of the que sti onnai re asked respondents to focus on the work­
shops they attended, the guest speakers, conference groups, and information 
materials and methods used in the conference. Seven items asked respondents 
to react to the relevance of the topics and issues, the conference structure, 
the use or time during the conference, and the "newness" of the ideas and 
issues presented at the conference. By "newness" we mean the extent to which 
the ideas, topics and issues presented during the conference expanded or 
added to knowledge and understanding of the participants. Table 3 presents 
the reactions of the participants to these items. 

resen. 



-67-

TABLE 3 
QUESTION #3 

-
A. In general, the conference SCALE fi % N X % marking 

addressed important issues, and 2 most 
vi ta l concerns. fav.r~seon. 

strongly disagree 5 50 1.28 98.0 
4 l 2.0 
3 
2 11 22.0 

strongly agree l 38 76.0 

- " -

B. The conference structure was useful, SCALE fi % N X % marking 
and promoted learning. 2 most 

fav. reseon. 
strongly disagree 5 2 4.0 50 1.48 94.0 

4 
3 1 2.0 
2 14 28.0 

strongly agree 1 33 66.0 

C. Time in the conference was wasted. SCALE fi % N X % marking 
2 most 
fav. resQon. 

strongly disagree 5 35 70.0 50 4.54 90.0 
4 10 20.0 
3 3 6.0 
2 l 2.0 

stro_ngly agree 1 1 2.0 
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TABLE 3 Continued 
-D. The materials available were SCALE fi % N X % marking 

relevant and useful. 2 most 
fav. reseor 

strongly disagree 5 49 1 .45 95.9 
4 
3 2 4. 1 

2 18 36.7 
strongly agree l 29 59.2 

NR l 

-
E. I learned nothing new about the SCALE fi % N X % marking 

content area presented in the 2 most 
workshop(s) I attended. fav. res~on. 

strongly disagree 5 28 56.0 50 4.3 86.0 

4 15 30.0 

3 3 6.0 

2 2 4.0 
strongly agree l 2 4.0 

-
F. In general the speakers only SCALE fi % N X % marking 

restated or provided what I 2 most 
already knew. fav. resQOI 

strongly disagree 5 6 11 .8 50 2. 98 47.l 
4 18 35.3 

3 4 7.8 
2 15 29,4 

strongly agree 1 7 15.7 
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TABLE 3 Continued 
G. The conference demanded much SCALE fi % N X % marking 

original thinking on my part. 2 most 

strongly disagree 5 5 10.0 50 2.78 
4 5 10.0 
3 20 40.0 
2 14 28.0 

strongly agree 1 6 12.0 

In general, participants responded very favorably to the conference. They 
viewed it is addressing important and relevant issues and they experienced 
the conference structure and organization as useful and supportive of 
learning, as indicated by the response to Item A and B. Better than 90% 
responded favorably to these questions. Participants also viewed the con­
ference materials as useful and felt their time was well spent. Again, 90% 
of the respondents reacted favorably to these questions, Items C and Din 
Table 3. 

Participants were less enthusiastic in their assessment of the ''newness" of 
the ideas, topics and issues presented during the conference. While they 
were unwilling to say they "learned nothing new" (86% responded favorably 

fav. 
40.0 

in Item 3), respondents seemed split on the redundancy of the information 
presented by speakers (Item F) and only 40% perceived the conference required 
much "original thinking". 

The third section of the questionnaire contained four items that asked par­
ticipants to rate the utility of the conference groups. Eleven of the 
respondents did not attend these groups; however, of those attending the 
response was very favorable. Seventy-three percent responded favorably 

reseon. 
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when asked about the value of the groups. A similar percentage indicated 
that the groups provided an opportunity to make friends and share concerns. 
Responses to these items are presented in Table 4. The conference groups 
were seen as useful, and were frequently mentioned as a unique and refresh­
ing part of the conference. 

TABLE 4 
QUESTION 4 
A. Conference groups were of little 

or no value. 
SCALE fi % N X % marking 

2 most 

strongly disagree 5 

4 

3 

2 

1 

fav. respon 
20 52.6 38 4.13 73.7 

strongly agree 

8. They did not allow enough time to 
make friends and share concerns. 

strongly disagree 

strongly _agree 

8 21. 1 

6 

3 

1 

NR 11 

15.8 

7.9 
2.6 

SCALE fi % 
-

N X % marking 
2 most 

5 

4 

3 

2 

l 

fav. respon. 
19 48.7 39 4.13 74.3 

10 25.6 
7 

2 

1 
NR 10 

17.9 
5.2 
2.6 
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TABLE 4 Continued 
C. The conference group facilitator SCALE fi % N X % marking 

was very helpful to our discussion. 2 most 
fav. reseon. 

strongly disagree 5 2 5.4 37 2 .16 67.6 

4 2 5.4 

3 8 21.6 
2 13 35.2 

strongly agree l 12 32 .4 

-
D. I especially liked the Saturday SCALE fi % N X % marking 

evening in a home. 2 most 
fav. 

strongly disagree 5 l 3.0 33 l.61 78.8 

4 
3 6 18.2 
2 4 12. 1 

strongly agree l 22 66.7 

NR 17 

The final section of the questionnaire asked participants to indicate their 
overal 1 assessment of the conference. As in the earlier items the response 
was markedly favorable with better than 80% marking the two most favorable 
choices (94% responded favorably while only 6% indicated unfavorable views). 

When asked to what extent the conference fulfilled the participant's expec­
tations, 85.4% responded favorably with 62.5% choosing the two most favorable 

categories. The responses to these items are displayed in Table 5. 

reseon. 
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TABLE 5 
QUESTION 5 
A. Now that the conference is over SCALE fi % N X 

how would you sum up the experience? 

Extremely Worthwhile 6 14 28.6 49 5.0 

5 26 53. l 

4 6 12.2 
3 1 2.0 

2 2 4. l 
Not very worthwhile l 

NR 1 

QUESTION 6 
-

To what extent has this conference SCALE fi % N X 
fulfilled your expectations about 
what you personally might get out 
of it? 

Exceeded expectations 6 6 12.5 48 4.4 
5 24 50.0 

4 11 22.9 
3 3 6,3 

2 

Not come up to 1 4 8,3 

expectations NR 2 

When asked what contributed to the participant's overall assessment of the 
conference, the following aspects of the conference were mentioned, Ten 
persons mentioned the organization and content of the conference, five the 

% marking 
2 most 
fav. res eon. 
81.7 

% marking 
2 most 
fav. reseon. 

62.5 
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informational materials and handouts, and six persons found the guest speakErs 
to be positive contributions. Three individuals indicated that they were 
already aware of the issues discussed while four persons indicated that 

their awareness of the issues had been raised. Three persons menti oned 
the frustration they experienced by having so much going on and being 
forced to choose between workshops. However, the most frequently mentioned 
factor that contributed to participant's assessment of the conference was 
the conference groups. Fifteen individuals mentioned the conference groups, 
and the time devoted to infonnal interactions and personal network building 
as an aspect of the conference that they found particularly useful and 
worthwhile. 

Surmiary of Interview Data 
Why they attended the conference. Persons who were interviewed indi­

cated that they came to the conference to learn about t he SEEL project and 
to establish contact with persons in the SEEL project. They also µartici­
pated to enjoy a promising opportunity for personal and professional growth. 
Moreover, they attended to learn about sex discrimination, to learn how to 
emp loy information from the conference agenda in their own lives; and to 
visit with others in settings like their own. One person attended to 
develop a topic for a dissertation. Two persons indicated they attended 
because of the persons who were speakers. They specifically mentioned 
Susan Gilmore and Aileen Hernandez. 

1 
What they learned at the conference. When asked what they had learned 

at the conference, respondents reported increased awareness about the SEEL 
project, about how to detect subtle and non-subtle forms of sex discrimination; 
and they reported learning about valuable resources for use in the futu re. 
These resources were the films presented at the conference, non-sexist 
teaching materials, and the administrative intern program. Two persons men­

tioned that the information about Title IX requirements was invaluable . 
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However, one person indicated she felt that one presenter did not have 

accurate information about one Title IX case that was discussed. Two persons 
reported their satisfaction with the films, "The History of Women in 
Arrerica 11 and "Men Alone". 

How well expectations for the conference were met. All persons reported 
their satisfaction with this conference. They also reported their hope that 
more conferences will be held in the future. One person reported her hope 
that future conferences will attract the persons who are able to do some­
thing about sex equity in education. This person felt that the persons who 
attended the conference were interested in learning about sex equity or who 
were interested in entering educational administration. 

What participants liked about the conference. All participants liked 
the way the conference was structured and conducted. They liked the option 
of staying in one strand or making selections from among several options. 
All liked the content areas and were able to attend the segments of the con­
ference that meant the most to them. Legal issues and the films received 
special praise. Because people wanted to see more of these films, they 
asked that the order of their showing be altered so more of the films could 
be viewed. 

Participants were divided about their appreciation of the conference groups 
and the way they were assigned to them. Of those interviewed, six partici­
pants attended conference groups, and six did not. For those who did, they 
found the groups to be helpful because the groups facilitated social inter­
action and because the facilitators were helpful and supportive. 

One facilitator corrrnented that the conference groups focused only on surface, 
social issues, and did not progress to problem solving as anticipated. 
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Seven respondents attended the session on androgenous leadership. They 

liked this presentation and wanted to see more of it. One person reported 
that the presenters had more to offer than was shared during the presen­
tation. Another commented that while the information was useful, the exer­
cise was not to their liking. 

Recommendations. Five recommendations were made for purposes of improving 
conferences like this one in the future. 

The first set of recanmendations pertains to attracting more peop le to 
future conferences. Three persons who were interviewed reco1T1T1ended that 
publicity be changed in the future. Their reco1T111endations were to publicize 
earlier and to publicize the conference through professional journals, 
personal mailing and more personal contact. Another recanmendation mentioned 
was that participation of more males should be soli cited, although no speci­
fic strategies were made for accomplishing this. One respondent recornnended 
not fighting with males to elicit their participation. 

Another suggestion was to take conferences to the people. One person 
recommended having conferences in Portland. One person recommended having 
regional conferences, such as in Ontario or Pendleton for persons in Eastern 
Oregon. 

A third set of reco1T1Tiendations was made to change the purpose of future 
conferences . One person recornnended that future conferences should not 
focus on administration alone. Another person recommended that a future 
conference should be arranged for women in management roles. This person 
would prefer that such a conference be devoted to training and sharing skills 
among women. 

A fourth area of recanmendations pertains to the content of future conferences. 
One person requested that more Title IX materials be provided. Another person 
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recommended that next year's conference should use different topics so that 
persons who attended this year's conference will be exposed to new material. 
One person announced that regardless of what areas are included, they should 
be described more full y so participants may learn in advance what the level 
of each presentation is goiRg to be. For example, this person wanted to 
know if presentations were going to be introductory or more refined infor­
mation. 

A fifth area of reconmendati ons were made about timing and scheduling. Two 
pers ons reconmended that the conference should not begin until Saturday so 
that persons who are travelling from out of town may arrive for the start 
of the conference. Another person recommended that the unhurried schedule 
be retained for future conferences. 

Facilitators of Conference Groups. The facilitators liked the way the 
conference was planned . They were clear about how they expected to contri­
bute to the conference before it began. Three persons reported that their 
resources were adequately employed during the conference. Two persons re­
ported that their resources were not fully used. One person said that too 
few people attended the workshop, so this person did not feel needed. Another 
person reported that she did not fully use her resources because she per-
cei ved that the conference dealt only with legitimate authority. Although 
thi s person had responsibil i ty in her school, she did not have the authority 
of the role of principal. Because the conference did not, she felt, address 
her predicament, she reported that she did not go out of her way to contribute. 

Other respondents reported different expectations. They hoped to meet inter­
esting people, to learn about the SEEL project and to learn how the SEEL 
project mi ght benefit the Uni ted States . Others reported that they expected 
the conference to be a gathering of persons interested in changing male 
dominance in educational administration . 
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What facilitators learned at the conference. Facilitators said they 
learned about legislation affecting sex equity, about what other people are 
thinking in this area and about future directions the SEEL project may pur­
sue. They also reported learning information about job sharing and that 
females still occupy traditional roles; that females copy male models and 
that it will take a long time for women to succeed as peers with males in 
leadership positions in education. 

However, there were areas facilitators hoped they would have learned but 
did not. One person hoped to learn about and meet people in alternative 
and innovative jobs. Another facilitator wanted to learn specific ways to 
deal with subtle and non-subtle age and sex discrimination. Finally, a 
person would have preferred learning about sex equity in all areas instead 
of education alone. 

Recommendations. When asked about what they would like to change for 
future conferences, facilitators suggested two different strategies for 
attracting more of the persons to sex equity conferences who should attend. 

The facilitators felt that not enough of the persons who attended the con­
ference could do the most about sex equity in education. They proposed two 
plans. One was to devote more time to publicizing conferences. Several 
persons suggested that persons in the SEEL project should make personal 
contact with more persons in leadership positions. They suggested attending 
meetings and personally inviting these persons to the conference. Another 
plan was to limit future conferences to persons who are already cornnitted to 
sex equity in education. 

Persons not attending the SEEL conference. Three of this group received 
the SEEL conference brochure; two did not. Those who received the publicity 
reported that they forwarded the brochure to others in their offices. (One 
person to whom these materials were forwarded subsequently attended the 
conference., 
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When asked for their reactions to the brochure, these persons reported 
that the conference looked interesting but they could not attend because 
they were too busy. They reported that they did not know what the confer­
ence was going to address although one person thought the conference would 
address Title IX requirements. These persons were asked if they did not 
attend because they thought the conference was about women. None responded 
affirmatively. 

Summary 

People attended the first SEEL conference to increase their awareness of 
sex discrimination in education and to learn how to effectively combat sex 
discrimination in their own lives. These persons, who are concerned about 
sex-role issues in schools, generally do not occupy positions of authority 
in Oregon education. However, on the basis of their enthusiasm for the 
workshop on career possibilities in educational administration and their 
appreciation for the opportunity to link with others who occupy similar 
roles, it would appear that these persons may occupy positions of authority 
in Oregon's schools in tbe future. Persons who currently occupy positions 
with sufficient authority to immediately alter sex-discrimination in 
Oregon's schools did not attend this conference. 

We conclude that this conference was a success and others like it should be 
held. People learned about the SEEL project and reported that they will 
rely on the SEEL project for support and resources in the future. 

Conferences should be planned using a format similar to the one whioh made 
this conference so successful, with the following alterations. Future con­
ferences should be given more publicity beforehand. Suggestions to per­
sonally invite groups of teachers and administrators to future conferences 

are appropr3ate, as are recommendations to hold future conferences in different 
locations in Oregon to facilitate greater participation. 
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In light of conments made about the difficulty of beginning conferences on 
Fri day evenings, future conferences should begin on Saturday mornings. 
Finally, the practice of assigning participants to conference groups should 
be continued. Those who took part in these groups reported that their 
experience in small groups helped make them feel personally and closely 
involved in the SEEL project. (They did not talk of the conference or 
the SEEL project as if they had been passive observers of events with which 
they had little to do.) When participants are all able to begin at the 
same starting time so they b_egi.n with s.imil ar perceptions about the purpose 
of these groups, participation in conference groups should increase. 
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use ot a counseling test or other Instru­
ment results In a substantially dlsp1·opor­
ttonate number o! meml:-ers of one ~x 
in i:.ny particular course of study or clas-
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<1 l On the basis of .sex. provide ditrerent 
amoutt or types of such assistance, Umlt 
ell&ibllity for such assistance which is of 
an, particular type or source, app!y dl!­
ferent crit,er!a, or otherwise discriminate; 
<2> through solicitation, llstlni, ap­
proval, provision of fa.cllitles or other 
services, assist any foundation, trust, 
agency, organization, or person which 
provides assistance to any of such recipi­
ent•, :itudents In a manner which dfs. 
crimlnntes on the basis of sex; or <3> 
apply any rule or u.,lst 1n application of 
any rule concernlni ella'ibllity for such 
assistance which treats persons of one 
aex dltrerently from persons of the other 
sex with reiard to marital or parental 
status. 

<b> Financial aid establt.shed bi, cer­
tain legal Instrument.!. <1) a recipient 
may admlnlst.er or a.sslst lo the adminis­
tration of scholarships, fellowships, or 
other form.'! of tlnanclal assistance eatab-
11.shed pursuant to domestic or foretsn 
wills, trusts. beQuests, or similar legal 
instruments or by acts of a foreliD aov­
ernment which reQuires that awards be 
made to members of a particular sex 
specified therein; Provfded, that the 
overall effect of the award of such sex­
restricted scholarships, fellowships, and 
other fo1·ms of financial assistance does 
not dlsc!'!mlnate on the basis of sex. 

<2> To ensure nondlscrtmlnatory 
awards of IWlistance as reQuJred 1n sub­
paragraph 1b) (1) of this paranaph, re­
cipients shaU develop and use procedures 
under which: 

(I) Students are selected tor a,-,ard of 
financial a&lstance on the ba.slro! non­
dl.scrill"Jnatory criteria and not on the 
basis of availability of fWlds rl!:3trlcted 
to members of a particular sex; 

(11) An appropriate sex-restricted 
~cholarshlp, fellowship, or other !ortn of 
nnanclal aaslstance 1s allocated to each 
student selected under subparagraph 
<bl <21 <1l of this paragraph; and 

<W> No 5tudent 1s denied the award 
for which he or she was selected under 
subparagraph (b) <~> (l) of thJ::: para­
rrapb because of the absence of a schol­
ar11hJp, . tellow.shlp, or other form of 11-
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nanclal assistance designated !or a mem-
ber ot that student's sex. • 

(c> Athletic scholarships. < 1) To the 
extent that a recipient awards athletic 
scholarships 01· gt"ants•ln•'ald, It must 
provide 1·easonable opportunities for such 
awards for members ol each seit in pro­
portion to the number ol students of each 
sex participating in lnterschola$tlC or 
intercollegiate athletics. 

(2) Separate· athletic scholarships 01· 
grants-In-aid for members of each sex 
may be provided as part of separate ath­
letic teams for members of each sex to 
the extent consistent with this para­
,raph and § 88.41 of this part. 
(Secs. 901, 902, Education Amendmenta of 
1972, 86 Stat. 373, 374; 20 U.S.C. lelll, 1682; 
and Sec. 844, Education Amendmenta of 1974, 
PUb. L. 93-380, 88 S tat. 484) 

§ 86.38 Emplo:·mcnl a•ii~tantt lo_ ,.,u. 
dents. 

<a> Assistance b11 recipient in mo.king 
available outside emplo11ment. A recip­
ient which assists any agency, organiza­
tion or person in malting employment 
available to any of Its students: 

< l l Shall assure .itself that such em• 
ployment Is made available without dis­
crimination on the basis of sex; and 

<21 Shall not render such services to 
any agency, organization. or person 
which dlscrlmJnates on the basis o! sex In 
lta employment practices. 

(b) Emplottment of 11tudent, bu recipf..: 
enta. A recipient which employs any of 
its students shall not do so 1n a manner 
which violate. Subpart E. 
(Secs. 901, 902, Education Amendme-,u of 
11172, BG Stat. 373, 374; 20 U.S.C. 1881, 1682) 

§ 86.39 Health ar.d insurance benefits 
and~icea. 

In providing a medical, hospital, ac­
cident, or llfe Insurance benefit, service, 
policy, QI' plan to any of Its l!tudents, a 
recipient shall not discriminate on the 
basis of sex, or provide such beneftt, serv­
ice, policy, or plan in a manner which 
would violate Subpart E 1! It were pro­
vided t.o employ~ of the recipient. Thia 
section shall not prohibit a recipient 
from p1·ovldlng any benefit or service 
which may be used by a different pro­
portion of students of one sex than of 
the other, including family planning 
services. However, any recipient which 
provides full coverage health service shall 
provide gynecological care. 
(Be<:s. 901, 002, Education Amendmenta •of 
1972, 88 Stat. 373, 374; 20 U S.C. 1G81, lll82) 

§ 86.JO Marital or parental 11&11111. 

<a> StattU 11enerall11. A recipient shall 
not apply any rule concerning a student's 
actual or potential parental, family, .or 
marital status which treats litudents dif. 
!erently on the basis o! sex. 

(b) Pre(171ancv and related conditions. 
(1) A reclpent shall not discriminate 
against any student, or exclude an, stu­
dent. from Its education program or 
activity, including any class or extra­
curricular activity, on the basis of such 
student's pregnancy, childbirth, false 
pregnancy, termination of pregnancy or 

recovery therefrom, unless the student 
requests voluntarily to participate In a 
separate portion or the program or 
activity or the recipient. 

t2> A recipient may require such a 
student to obtain the certlflcatioh of a 
physician that. the student l.s physically 
and emotlonallY able to continue partlcl• 
patlon In the normal education progl'lam 
or activity so long aa such a certll'lcatlon 
is required ot all students for otiher PhY· 
slcal or emotional conditions requlrtnr 
the attention o! a physician. 

(3) A recipient which operates a l)Or­
tlon of its education proeram or activity 
separately for pregnant students, admit­
tance to which Is completely voluntary 
on the part of the student as provided 
in paragraph <b> <ll of this section shall 
en.sure that the llllitructlonal proiram In 
the separate program Is comparable to 
that otrered to non-pregnant students. 

(4) A recipient shall treat pregnancy. 
childbirth, false pregnancy, termination 
of pregnancy and recovery therefrom in 
the same manner and under the same 
policies as any other teml)OrarJ' disability 
with respect to any ,medical or hospital 
benefit, service. plan or poUcy which 
such recipient. administers, operates, 
offers. or participates in with respect to 
students admitted to the rec1Plent's 
educational procram or activity. 

<6> In the case o! a recipient which 
does not maintain a leave policy for lts 
students, or In the case of a student who 
does not otherwise quallf:v for leave 
under ·such a p0Ucy, a recipient shall 
treat preenaney. childbirth, • fa.lae p1·ee­
nancy, termlnaUon of pregnancy and re­
covery therefrom as a Justlftcatlon tor 
a leave of absence tor 110 Jona a period ot 
time as is deemed medically necessary 
by the student•s· physician, at. the con­
clusion of whlcb the student. shall be 
reinstated to the status which she held 
when the leave began. 
(Sees. 901, 902, Education Amendm,nta ot 
1972, 86 Stat. 373, 374; 20 U.8.0. 1681, Ul82) 

§ 86 . .U 'Atl1le1in. 
Ca) Generat No person shall, on the 

basis of sex, be excluded from J>arltclpa­
tlon in. be denied the bene:ftts of, be 
treated differently from another person 
or otherwise be dlscrlmlnated against tn 
any lnterschola.stlc, lntercollegfa~ c\ub_ a 
or intramural athlet1ca offered by ec P-
lent, and no redpient shall provide any 
such athlettca separately on such basi4. 

<bl Sepa.rate team,. Notwithstanding 
the requlrement.s ot paragraph (a) of 
this section, a recipient may operate or 
SPOllSor separate tea!D.11 for members ot 
each .sex where selection for auch teams 
ls based upon competitive akill or the 
activity Involved Ja a contact sport. How­
ever, where a recipient operate. or spon­
sors a team in a partlclllar sport for 
members ot one sex but operates or spon­
sors no such team for memben of the 
other sex, and at.hlettc opportunities tor 
members of that sex have previously 
been limited, members of the excluded 
sex must be allowed to try-out for the 
team otrered unles.1 the sport Involved 11 
a contact sport, Por the P\U'POllee of tbia 
part, contact aports include box1ng, 
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wrestJJ..cg, rugby, Ice hockey, football, 
basketl>all and other spom the purpose 
of maJor activity of which Involves bodilY 
conwct. 

(c) Equal opportunity. A redplent 
which operates or sponsors Interscbolas• 
tli::, lntercollegt.a.te. club or intramural 
athletics shall provide equal athletic op­
portunity for members of both sexes. In 
determln1n8' whether equal opportunities 
are avaUable the Director will consider. 
among ot.her factors: 

<I> Whether the selection or sports 
and levels ot competition elfectlvelY ac­
commodattt the Interests and abilities of 
members of both sexes; 

<U> The provision or equipment and 
supplies; 

(UI) Schedtillng ot games and practice 
time: 

<Iv) Travel and per diem allowance: 
(v) Opportunlty to receive coaching 

and academic tutoring; 
(vil Assignment and compensation of 

coaches and tutors: 
(vill Provision of locker rooms, pra.c­

tlce and competitive facllltle.s; 
<vlll) Provision of medical and train­

Ing facUltles and services; 
(ix> Provision of housing and dining 

facllitle.s and aervices; 
<x> Publlclty. 

Unequal aggregate expenditures for 
membeI'll ol each sex or unequal expen­
dl tures for male and female teamll lf a 
recipient operates or sponsors separate 
tea.nu will not con.stltute noncompliance 
wit.h this section, but the Director may 
consider the failure to provide necessary 
fun<'.s for team.s !or one sex in asseMJ.nr 
equaUty ot opportunit.Y for members qt 
each seJt. 

(dl Adfu.,tment period. A recipient 
which operates or sponsors lnterschola.s­
tlc, lntercollt'rtate, club or lntramur&l 
at.hletica e.t the elementary school level 
ahall com"I.Y fully with thl.s section aa 
expeditiously 84 possible but in no event 
later tha.n one year from the effective 
date ot thl:s regulation. A. recipient which 
operates or sponsol'3 interscholastic, In• 
tercoUeirlate, club or intramural athletlca 
at the secondary or post-secondary 
school level shall comply fully with this 
section a.s upedltiously as pos.$1bie but la 
no event later -than three years from the 
effective date of Uw regulation. 
(Seca. DOI, ~ Education Amendmenta of 
111'77, lie Stat. 373, 37'1; 20 O.S.C. 1881, 11182: 
and S.C. 1144. Education Amendmenta or 1974, 
Pub. L . 113-380, 88 Stat. 48') 

§ 86.42 ,.-extbook• and turricular ma­
terial. 

Not.blog in Uw regulation .shall be in• 
terpretcd ea requiring or prohlbltlna or 
abridging in any way the use of partic­
Ula.r textbook., or curricular materials. 
(S..c.s. 901, ~. Education AmeDdme:trt.a of 
1~7?. 8ll Stat. S73. 374; 20 U.B.C . 1681, l88i) 

§ 86.U-86.SO [Reserved] 
Sub~rt E-Discrimlnatlon on the Basis of 

-sex In Em~yment in Education Pro­
grams and Activities Prohibited 

§ 86.Sl Emplo,.,._nt. 
(a) ~al. (1) No pen10n ahaU, on 

the bas.l,I nr aex. be excluded from particl-
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patlon In, be denied the benefits of, or 
be subjected to discrimination in employ­
ment, or recruitment, consJderatlon, or 
selection therefor, whether !ull-tlme or 
part-time, under any education program 
or activity operated by a recipient which 
receives or benefits from Federal ftnan­
cl&l assistance. 

(2) A recipient shall make all employ­
ment decisions In aoY education program 
or act.lvlty operated by such recipient 
1n a nondlscrl.mtnatory manner and shall 
not limit, segregate, or clas&i!y appliemts 
or employees In any way. which could 
adversely affect aoY applicant's or em­
ployee's employment opportunities or 
status because of sex. 

(3) A recipient shall not enter into 
any contractu&l or oth,.er relationship 
whJch directly or lndJrect!y has the effect 
of subJec.tlng employees or students to 
discrimination prohibited by this Sub­
part, lncludlni relationships with em­
ployment and referral agencies, with la­
bor unions, and with organizations 
providing or administering fringe bene­
ft ts to employees of the recipient. 

(4) A recipient shall not grant prefer­
ences to appllcante tor employment on 
the basis of attendance at any educa­
tional Institution or entity which admits 
as students only or predominantly mem­
bers of one .sex, if the giving of sucll pref­
erences has the effect of dlscrimlnatlng 
on the basis of sex In violation o! this 
part. \ 

(b) Application. The provisions of t.h1& 
subpart apply to: 

(1) Recruitment, advertising, and the 
process of application !or employment; 

(2>-ffiring, upgradJng, promotion, con­
sideration tor and award of tenure, de­
motion;"transter, layoff, termination, ap,. 
plication of nepotism policies, right of 
return from layoff, and rehltjng; 

(3) Rates of pay or aoY other form of 
compensation, and changes ln compen­
sation; 

(4> Job asstgrunents, clas.slflcatlom 
and structure, !Iicluding Position descrip• 
tions, llne.s of progression, and seniority 
lists; 

(5) The terms of any collective bar­
ealntng ai)'eement; 

(6) Granting and return from leavea 
of absence, leave for pregnancy, child­
birth, false pregnancy, termination of 
pregnancy, leave for persons of either 
sex to care tor children or dependents, or 
any other leave; 

(7) Frln&e beneftta available by Virtue 
of employment, whet.her or not. admtn11;­
tered by the recipient; 

<SJ 8electton and ftnanclal ·supwrt toJ' 
tratnlng, includlnr apprentlceahlP, pro,. 
fesslonal meet.tngs, conferences, ane 
other rdated actlvltle.s, selection for tui­
tion as.sl.atance, selection for sabl>atlcal.s 
&nd leaves of absence to pursue t.ra1ning; 

(9) Employer-.spo~red activities, in­
clud1nr soclal or recreational programs; 
and 

qo> .MIY ot.her term, condition, or 
privilege of employment. 
(Seca. 901, 902, Educt.tlon Amendments or 
1972, 86 Stat, 373, 37•; 20· U.S.C. 1681, 11182) 

II 86.~ Employment ultel'ia. 
A reclplent Bh&ll not admlnist.er or op­

erate 8.D7 teat or other criterion far any 
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employmentppportunlty which has a dls­
proportlona!eJy adverse etrect on persoru 
on the basis of sex unless: 

<a> Use or such test or other criterion 
ls .shown to predict validly auccess!ul per­
formance in the pos!Uon 1n question; and 

<b> Alternative tests or criteria for 
such purpose, whJch do not have such 
disproportionately adverse effect, are 
shown to be unavailable. 
(Secs. 901, 902, Educat.100 A:nendments or 
1972, 86 Stat. 373, 374; 20 U.S.C. 1681, 168'l} 

§ 86.53 RecMJilmenl. 

(a) Nondi.scrimi114tory recruitment 
and hfrlng. A recipient shall not dls­
c.rim.lnate on the basls of sex 1n the re­
cruitment and hi.rtog of employees. 
Where a. recipient has been found to be 
presently discrtmlnaUng on the basis of 
sex In the recruitment or hiring of em­
ployees, or has been found to have 1n the 
past .so discriminated. the redplent shall 
recruit members of Lhe sex so discrimi­
nated against so as to overcome the ef­
fects of such past or present discrimina­
tion. 

(b) Recruitment patterns. A recipient 
shall not recruit primarily or excluslvelY 
at entitles which furnish as applicants 
only or predomlnanlJ.J' members of one 
sex lf auch actions ha.ve th.e effect of dis­
crl.minatlllg on the ba.sls of sex 1n viola• 
tlon of this subpart. 
(Seas. 901, 902, Ec1uc..llon Amendment.s o! 
1972, 86 Stat. 373, 374; 20 U.S.C. 169l, 16~) 

§ 86.54 Compen&ation. 

A recipient shall not make or enforce 
any policy or practice which, on the basis 
of sex: 

(a) Makes distlnctlons 1n rates of pay 
or other compensaUon; 

(b) Result.sin the PIQ'ment of wages to 
employees of one sex at a rate less than 
that paid to employees of the opposite 
sex for equal work on Jobs the·pertorm­
ance of v.-hlch requires equal llltlll, effort. 
and responsibWty, and which are per­
formed under 111.milar wo~ conditions. 
(Sea. gQJ, 902, Educatton Arnendmenta of 
1972, 811 Stat. 373, 3'1f; 20 O.8.C. 1681, 1682) 

f 86.SS Job clNeification and etnactun,. 
A recJplent shall not: 
Ca) Classify a Joi> as being for males or 

for females; 
(b) Maintain or establish separate 

llne.s of progression. seniority llsta, career 
ladders, or tenure system.,. baaed on sex; 
or 

<c> Malnta4l or establish separate 
llne.s of progression, seniority aystems, 
career ladders, or tenure system., tor 
shnl.lar Jobs, position descriptions, or Job 
requirements which cla.ssl!y persons on 
the basts of sex, unles.1 sex ls & bon.a-11de 
occupational qua1iftcatlon for the posi­
tions ln que.sti.on as set forth ln I _~.61. 
(Secs. "1101, 902, Education Amendm=ta ot 
1972, 811 Sta.t. 373, 374; ~ U-!i.C. 1681, H!S.2} 

§ 86.56 Fringe benefit.a. 
(a.) "Fringe b=/IW' de/imd . For 

pUl"J)()Se, of this part, "fringe benefits" 
m~: _any medical. hospital, accident, 
life insurance or retlttment benefit, serv­
ice, policy or pl~. Ql17 proflt-3hartng or 
bonus. plan, leave, and any other bene:t1t 
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2n.u 
JI' aezvlce o! employment not aubJect to 
the- .nrovblon of I 86,St, 

(bl ProhHrltlona. A reclpJent ahall not: 
<l> Dlscrlmlnate on the baaLs of aex 

with regiird to maldnt fringe beneftta 
available to employees or make !rina:e 
benetlts avaUable to spouses. !amlliea, or 
dependents o! employee5 dilferently upan 
the b:uls o! .the employee's sex; 

(2> A.dm1nister, operate, olfer, or par­
Uc!pate in a. fringe benetlt plan which 
does not provide either !or equal pertodie 
bene.lits !or membera o! each sex, or tor 
~'<l~l conrtibutlona to the plan by such 
1eclpient for members of each sex: or 

(3) AdznJnJster, operate, otrer, or par­
ttctpate ln a pemton or retirement plan 
which ed.ablbhes dUferent optional or 
compul.wry retirement aires baaed on ,sex 
or whlch otherwise dl.scr!m1natee In ben­
~Jlto on the bula of sex. 
(S.cs. 901, g~. Education Amendment& ot 
1Q72, 86 St.at. 373, 8141: 30 tl'.S.C. 1881, 1882) 

I 86.57 Marllal or pa7ental 11atu1-

(a) General. A rec1phmt shall not aP• 
PlY a.ny Po11cy or ts.ke any employment 
l?.Ctlon: 

(1) Conceminir the potential marital, 
i)arenta.1, or tamlly status of an employee 
or appllcant tor employment wblch treats 
peraont dift'erentiy on the ba.-;!s of eex; or 

cu Which la balled upon whether an 
employee or a,ppllcant for employment la 
the bead ol household or principal wage 
'!atner in such employee's or appUcant'4 
!am.Uy unit, 

<b> Prcgnanc11. A recipient -shall not 
discriminate aa:alnst or e,i:clude from em­
ployment any employee or applicant tor 
llll1Ployment on the ba.alil o! pregnancy, 
chlldblrtb, false pregnancy, termlnat1on 
o! pre,imancy, or recovery therefrom. 

(c> Pregnanc11 lU .a temporaT11 d!sabil­
tt11. A recipient shall treat pregnancy, 
ch.Udblrth, fali.e pregnancy, termination 
of preanancy, and recovery therefrom 
and any tempomry dtsablllty resulting 
tben!rom u any other temporary d11~ 
ablllty for all Job rela.ted punioeei- in· 
cludinr commencement, duration anu er­
tenaions of leave, payment ot dieabtllty 
Income, accl'UAl or i!elliorlty and any 
l"tther beneftt or service, and reinstate­
ment, and under any !rlnge bene.it. 
offered to employees by virtue of 
8%1\PlOyDlent. , 

<d> Preunanct1 leave. In the c8.8e of a 
recipient which does not ms.tnts.ln a leave 
poUcJ for Its employees, or In the case 
of an employee with IMU.fflclent leave or 
accru.ed employment time to qualUy for 
leave under isuch a· policy, a recipient 
shall treat pregnancy, chlldbtrth, false 
preip1ancy, termination ot P?'eiD&llCY 
snd recovery therefrom as a JustU1cat1,on 
tor a le&ve of absence without pay for a 
reuonable period ot time, at the conclu­
sion ot which the employee shall be re­
lJUt&ted to the 15tatm which .she held 
when the leave began or to a. comparable 
posltton, without decrease 1n rate.of com­
;peJ11Satlon or IOSII o! promotional oppor­
tun1Ues, or any other rt;ht or privileie 
of employment. 
(Seca. 001, 902, Education Amendmtnta or 
U172, 86 Stat.. 378, 3U,: 20 UB.O. 1881, 168'.I) 
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§ 86.58 Efrect of State or .local law o• 
other requirement._ 

Ca.> ProhlbltorJt rtqulrement,. The ob­
llptfon to comply With tbl.s subpart ts 
not obviated or allevta.ted by the exist­
ence ot any State or local law or other 
requirement which Imposes prohibltlons 
or llmlt., upon employment of members 
of one sex whleh are not Imposed upon 
members o! the other sex. 

Cb) Bene/lu. A recipient which pro­
vides any compensation, service, or bene­
ff t to membeu or one sex pursuant to a 
State or local Ia.w or other requlremeut 
.shall provide the same compen:.atl.on. 
service, or benent 'to members or the 
other sex. • 
(Secs. 001, 902, Education Amtndnlent.s ot 
·11172. 86 Stat.. 373. S7t; 20 O.S.C. 1881, 11582) 

§ 86.59 ..Yvertialn•· • 
A recipient shall not 1n any advertisillg 

rela.t.ed to employment Indicate prefer­
ence, lim1tatlon, r;peciftcation, or d1s­
orttnlnat1on based on sex llllless sex 1s a 
l>ona-/1~ occupational quaill1cat1on for 
the partlclllar Job ln question. 
(Seca. 901, 902. l!:dueatlon Amendments of 
1972, 86 Stat. 313, 37i; 20 t1.8.0. 1681, 100,) 

I 86.60 Pre-emplo)'J)l~nl .laqulrJN, 
<a> Marital status. A recipient shall 

not make pre-employment inquiry u to 
the marital status of a.n appUce.nt tor 
employment, Including whether such ap­
pllcant 18 "Mw or Mrs." 

(b) Ser. A recipient may make pre": 
employment Inquiry aa to the sex of an 
applicant Ior employment, but only it 
isuch Inquiry ts made equally of such ap­
pllcants of both sexes &nd 1t the resul~ 
of such inquiry are llot used In connec­
tion with discrimination prohibited by 
t1w pa.rt. 
(Secs. 901, 1102, Edo.tcatlon Amendments of 
197:1, 86 Stat. 373, 374t; 20 U.S,O. 1681, 1682) 

§ 86.61 Sex aa a hona-Jide occupational 
qualification. 

A recipient may take action otherwise 
prohibited by this subpart provided It Is 
shown that sex 1.s a bona.-flde occupa­
tional qualltlcatlon tor that action. such 
that consideration of sex with regard to 
such action Is essential to successful op­
era.tlon of the employment function con• 
cerned. A reclp:ent :shall no~ take action 
pursuant to this section which 1s ba.sed 
upon allel(ed comparative employment 
cba.ra.ctertstlcs or &teteotyped character• 
1zatton., ot one or t.he other sex, or upon 
preference based on sex of the recipient, 
employees, students, or other • per.sons, 
but nothing contained 1n this section 
ahall prevent a reclpl.ent from coraJder­
lnl' an employee's sex In relation to em­
ployment l.n a. locker room OJ' toilet fa­
c111ty used only by_ members of one sex , 
(Secs. 901, li02; Education Amendments of 
1972, 815 Stat. 373, 3'14; 20 U.B.C. 1681, 1-662') 

H 86.62-a6.70 [Resuved] 

Subpart F-Procedures [Interim] 
§ 86, 11 Interim. procedure,. 

For the P\ll'P08e:5 of lmplemenunir this 
pan during t.be peT-lod. between 11:.'! efrec-

ttve date and the ftnal taeuance by the 
Department of a conaolldat«t procedural 
re(IUlaUon applicable to t.ttle IX and 
other civil rights authoriUes admln.b­
tered by the Department, the procedural 
provl!tons applicable to title Vl of the 
Clvll Rlirhts Act of 196i are hereby 
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The current administrative structure and any proposed changes must, however, 

be carefully assessed for any disproportionately adverse effect on employees 

of one sex when agencies evaluate their compliance with the employment section 

of tha Regulation. 

(4) Factors to be Used in Assessing Equality of Opportunity 

Agencies are required to evaluate their total athletic program to 

determine whether or not it effectively accommodates the interests and 

abilities of members of both sexes. Factors which should be considered in 

this evaluation are specified by the Regulation: 

• the nature and extent of the sports programs offered and their 
accommodation of the interests and abilities of males and females 
in both sports and levels of competition offered; 

• the provision of equipment and supplies; 

o the scheduling of games and practice time; 

• the provision of travel and per diem allowances; 

a the nature and extent of the opportunity to receive coaching 
and academic tutoring; 

o the assignment and compensatidn of coaches and tutors; 

t the provision of locker room, practice , and competitive facilities: 

t the provision of medical and training facilities and services; 

e the provision of housing and dining facilities and services; 

• the nature and extent of publicity. 

Agencies are not limited to these factors in their self-evaluations; rather 

they should consider any and a 11 factors which bear on equality of opportunity 

in their total programs. 
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WOMAN--WHICH INCLUDES MAN, OF COURSE 
An Experience in Awareness 

Adapted from Theodora Wells 
Reprinted from Project Awareness 

There is much concern today about the future of man, which means of course, 
both men and women--generic Man. For a woman to take exception to this use 
of the term 11man 11 is often seen as defensive hairsplitting by an 11emotional 
female 11

• 

The following role-reversal is an invitation to awareness in which you are 
asked to feel into, and stay with, your feelings about the use of the 
gene ri c Woman. 

1. Consider reversing the generic term Man. Think of the future of Woman, 
which, of course, includes both women and men. Feel into that, sensing 
its meaning to you ... as woman ... as man. 

2. Think of it always being that way, every day of your life . Feel the 
everpresence of woman and feel the non-presence of man . Absorb what 
it tells you about the importance and value of being woman--of being 
man. 

3. Remember that your early ancestral relatives were Cro-Magnon Woman, 
Java Woman, Neanderthal Woman, Peking Woman--which includes man, of 
course. Recall that Early Woman invented fire and discovered the use 
of stone tools near the beginning of the Ice Age. Remember that what 
separates Woman from other species is that she can think. 

4. Recall that everything you have ever read all your life uses only 
female pronouns--she, her--meaning both girls and boys, both women and 
men. Recall that most of the voices on radio and most of the faces on 
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TV are women's--when important events are covered--on conmercials-­
and on late night talk shows. Recall that you have no male senators 
representing you in Washington. 

5. Feel into the fact that women are the leaders, the power-centers, the 
primemovers. Man, whose natural role is husband and father, fulfills 
himself through nurturing children and making the home a refuge for 
woman. This is only natural to balance the biological role of woman 
who devotes her entire body to the race during pregnancy. Pregnancy 
--the most revered power known to Woman--(and man, of course). 

6. Then feel further into the obvious biological explanation for woman 
as the ideal. By design, the female reproductive center is compact 
and internal, protected by her body . The male is so exposed that he 
must be protected from outside attack to assure the perpetuation of 
the race . Thus by nature, males are more passive than females. 

7. If the male denies these feelings, he is unconsciously rejecting his 
masculinity. Therapy is thus indicated to help him adjust to his own 
nature. Of course, therapy is administered by a woman, who has the 
education and wisdom to facilitate openness leading to the male's self 
growth and actualization. 

8. To help him feel into his defensive emotionality, he is invited to get 
in touch with the "child" in him. He remembers his sister could run, 
climb, and ride horseback unencumbered. Obviously, since she is free 
to move, she is encouraged to develop her body and mind in preparation 
for her active responsibilities of adult womanhood. Male vulnerability 
needs female protection, so he is taught the less active, caring virtues 
of homemaking. 
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9. He is encouraged to keep his body lean and dream of getting married, 
11 1 now pronounce you Woman and Husband . " He waits for the time of 
fulfillment: when "his woman" gives him a girl-child to carry on her 
family name. He knows that if it is a boy-child he has failed somehow 
--but they can try again. 

10. In getting to your feelings on being a woman--on being a man--stay 
with the sensing you are now experiencing. As the words begin to 
surface, say what you feel inside you. 
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ROLE REVERSAL EXERCISE 
Adapted frorn Chic Jung 

Time: 60 minutes 

I'd like you first, to stand up-~and stretch--on your toes--reach for the 
ceilings--stretch your fingers. 

Now I'd like you to spread out and get comfortable in your chair and relax 
( or ii e on the floor) . With your eyes closed, I 'd 1 i ke you to be aware of 
what you're feeling. 

Be aware of your breathing. Slowly, take in a deep breath and slowly let 
all the air out--all the way--then in again--let yourself relax--slow and easy. 

I'd like you to be aware of any tension in your body--as you're breathing--
and as you become aware--let go of the tension--in your shoulders--your neck-­
your face and scalp--be alert and aware as you relax and let go of the tension-­
in your back--your arms--hands--in your chest--breath easily--your stomach--
let go of the tension--in Your buttocks--your groin--your legs--your feet--be 
aware of yourself. 

Now imagine that you are of the other sex. What do you look like--perhaps 
like a sibling? How long is your hair--what does your body look like and 
how do you feel about it? Try to. get the feel of your new other sex body. 

I'd like to take you now through an imaginary day--it will be a day when 
some special things will happen--I'd like you to relai and let yourself go 
with the experience--to be aware of your thoughts and your feelings as the 
other sex as your experience each event. 

If you're now a man--be aware of your experience~ a man in each event. 
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If you're now a woman--be aware of your experience~ a woman in each event. 

And also--let yourself believe on this imaginary day, that you live with a 
housemate of the other sex. If not, let yourself imagine such a person . 

You are now waking up--on this imaginary day. 

As you wake up this morning, you find yourself tA.inking about what you will 
wear . You have an important meeting today that makes this an issue. It' s 
a meeting with an employer about the new job that may be offered to you. 
Think of the clothes you own and make a selection. 

What do you decide to wear and how do you feel about your decision? 

You get out of bed and head for the bathroom thinking about your decision 
of what to wear today? You notice that the shaving gear has been mixed up 
in with the cosmetics and that somebody left the toilet seat up . 

How do you feel about that? What do~ do, as a man or woman, to prepare 
to face your day? 

There is an article in the morning paper about man and woman experiencing 
changing roles with each other . At breakfast, you talk with your housemate 
about things you like, and things you might want to change about your break­
fa st routine. You are a bit surprised by something your housemate wants to 
change. 

What does your housemate want that surprised you? What's your reaction to it? 

This morning's routine has been different in that a good friend's 7-year old 

child who is the same sex as you has spent the night at your house. As 
breakfast ends, your friend arrives to pick up the child. In parting, the 
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child reaches up to you for a hug and kiss. How do you feel? How do you 
feel about your role in caring for the child? How do you feel about your 
housemate's role? 

Now you go to work. As you arrive at work, you see a group of the other sex 
in conversation and laughing. As you approach them, they become quiet and 
seem a bit uncomfortable until it's explained that one had just told a joke 
that is more than a little off-color. 

HCM do you feel? What do you say? 

At noon you meet for lunch with an employer to talk about the new position 
which may be offered to you. As the job is described, you become aware of 
several things. It is a very competitive role. You would be under pressure 
to prove yourself to a number of different people. It would be a very demand­
ing job. You would not only give up some flexibility you have in your current 
job, the new one would also take more time from your home life. And, it 
would mean doing a kind of work that is not as directly satisfying as the 
job you have now. On the other hand, the pay raise would be substantial. 
You'd have a great deal more status and power to support things you care 
about to go along with the increased responsibility. 

How do you feel about such changes? What reaction will your housemate have? 
How do you fee1 about your housemate's reactions? 

After lunch, when you arrive back at work, you are immediately aware that 
something is very wrong. There has been a tragedy. The school bus taking 
home the morning kindergarteners was forced to back up at an intersection. 
One of the 5-year olds was knocked down, run over and killed. It was a child 
you know. You also know the bus driver to be a good and caring person. There 

are tears in the eyes of the friend who tells you all this. 
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What is your own reaction? HCM do you share it--later that evening--with 
your housemate? What is your housemate's reaction? 

The day's tragedy gets you thinking pretty strongly about the direction and 
meanings of your own life. You think about the discussion you had that 
morning with your housemate about men and women reversing roles. Perhaps 
you don't think you'd really want a complete .reversal, yet there are some 
things that might make your life more satisfying and meaningful if your sex­

based roles were freer. 

What are some things you might gain through greater awareness of sex role 
effects? What are some things your housemate might gain? 

Now--as you are ready--quietly return here to this room. Without speaking-­
become aware of the others who are here with you. 

We'll take two more minutes--quietly by yourself--to think about some of the 
things you have just experienced--that you might be willing to share with others. 

Take a five minute break, then fonn into mixed sex groups of about four menbers. 
Ask members to share their experiences with each other for about twenty 
minutes. If time allows, have the groups come back together, and have a 
spokesperson from each group share major points with the total group. 
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A MANIFESTO FOR RESTRUCTURING JOBS IN EDUCATION 

Educational experiences should be available to enhance our awareness of 
the cultural roles we play. 

Awareness and exploration should be supported by work structures and the 
people who work with them. 

As we explore role options, we should be seeking how available roles "fit" 
with our unique natures. 

Each person is responsible for deciding the match among actual role option 
and her or his own nature. 

When we can find no fit between ourselves and roles available in a given 
context, we should find support to explore other contents. 

People who find a good "fit" are more satisfied, productive, and efficient, 
and contribute more to society. 

There should be continuous and participatory processes for 
--looking at the way roles are culturally defined, 
--examining roles to find if they are laden with agist/sexist/racist 

expectations, 

--redefining roles to provide for more equal opportunity. 

Only when differences are valued can creative and enduring change occur . 
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ANDROGENOUS LEADERSHIP 
Adapted From 

Masculine/Feminine 
Edited by Betty and Theodore Roszak 

Harper/Colophone Books , 1969 

He is playing masculine. She is playing feminine. 

He is playing masculine because she is playing feminine. She is playing 
feminine because he is playing masculine. 

He is playing the kind of man that she thinks the kind of women she is 
playing ought to admire. She is playing the kind of woman that he thinks 
the kind of man he is playing ought to desire. 

If he were not playing masculine, he might well be more feminine than she 
is--except when she is playing very feminine . If she were not playing 
feminine, she might well be more masculine than he is--except when he is 
playing very masculine. 

So he plays harder. And she plays ... softer. 

He wants to make sure that she could never be more masculine than he. She 
wants to make sure that he could never be more feminine than she. He 
therefore seeks to destroy the femininity in himself. She therefore seeks 
to destroy the masculinity in herself. 

She is supposed to admire him for the masculinity in him that she fears in 
herself. He is supposed to destre her for the femininity in her that he 

despises in himself. 

He desires her for her femininity which is .his femin inity, but which he can 
never lay claim to. She admires him for his masculinity which is her 
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masculinity, but which she can never lay claim to. Since he may only love 
his own femininity in her, he envies her her femininity. Since she may 
only love her own masculinity in him, she envies him his masculinity. 

The envy poisons their love. 

He, coveting her unattainable femininity, decides to punish her. She, 
coveting his unattainable masculinity, decides to pun1 sh him. He denigrates 
her femininity--which he is supposed to desire and which he really envies-­
and becomes more aggressively masculine. She feigns disgust at his mascu­
linity--which she is supposed to admire and which she really envies--and 
becomes more fastidiously feminine. He is becaning less and less what he 
wants to be. She is becomi_ng less and 1 ess what she wants to be. But now 
he is more manly than ever, and she is more womanly than ever. 

Her femininity, growing more dependently supine, becanes contemptible . His 
masculinity, growing more oppressively domineering, becomes intolerable. 
At last she loathes what she has helped his masculinity to become. At 
last he loathes what he has helped her femininity to become. 

So far, it has all been very symmetrical. But we have left one thing out. 

The world belongs to what his masculinity has become. 

The reward for what his masculinity has become is power. The reward for 
what her femininity has become is only the security which his power can 
bestow upon her . If he were to yteld to what her femininity has become, 
he would be y,e.idi_ng to contemptible incompetence. If she were to acquire 
what his masculinity has becane, she would participate in intolerable 
coerciveness. 
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She is stifling under the triviality of her femininity. The world is 
groaning beneath the terrors of his masculinity. 

He is play'ing masculine. She is playing feminine. 

How do we ca 11 off the. game? 
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RESOURCES 
Films 

11 A WOMAN'S PLACE" 
A Time and Life documentary which pays tribute to women who have made 
contributions to society. The film is a blend .of still photographs 
with seldom-seen live motion picture footage, all narrated by Julie 
Harris. "Entertaining as well an informative, 'A Woman's Place' appeals 
to women and men alike. 11 

Rental fee: $37.50 Length: 25 minutes 
Contact: Ms. Pat Donham 

Corporate Creative Svs. 
Time Incorporated 
Time & Life Bldg. 
Rockerfeller Center 
New York, NY 10020 

"CHANGING IW\GES" 

This is a film about the socialization of our children. The footage 
was shot in an actual classroom, where there is an integration of the 
sexes and races. The children are shown grappling with the myths about 
sex roles that they have learned at home. 
Rental fee: none Length: 15 minutes 
Contact: John W. Havery 

Oregon Department of Education 
942 Lancaster Drive NE 

Salem, OR 97310 
(Note: Mr. Havery will also help in developing and staffing workshops 
on sex role stereotyping at no charge.) 



"HE AND SHE" 
A short fable for teachers to use with school-age children. Challenges 
stereotyped and sexist thinking and explores individual self expression. 

Contact: Ms. Bev Melugin 
Education Center 
200 N. Monroe 
Eugene, OR 97402 

Length: 7 minutes 

"ANYTHING THEY WANT TO BE" (from series of 3 entitled "Sex Role Development") 
A film exploring sex role stereotypes in intellectual and career-oriented 
activities; covering both elementary and high school events, the film is 
in discussion format and can be used in teaching in the classroom. 
Rental fee: $12.00 Length: 7 minutes 
Contact: University of California 

Extension Media Center 
Berkeley, CA 94720 

(Note: the film is also available to U of O faculty at no charge through 
the Instructional Media Center on the Eugene campus.) 

"WOMEN AND MANAGEMENT: THREAT OR OPPORTUNITY?" 
A film showing men and women struggling with integrating the work force 
with women at the management level. The film is viewed from the male 
point of view, as well as from the female point of view. 

Length: 30 minutes 
Contact: Individual Development Center 

1020 East John 
Seattle, WA 98102 

(Note: the film is also available to U of Oregon faculty at no charge 
thro_ugh the Instructional Media Center on the E_ugene campus.) 



"WOMEN Is GAME" 

This is a new US Office of Education film designed to show how new 

opportunities are opening up for women.all across the country through 

education. Collateral materials, includfog a film discussion guide for 

use in schools and colleges, are included in the p~ckage. 
' 

Ren ta 1 fee: none Length: 30 minutes 

Contact: Modern Talking Picture Svs. 

2323 New Hyde Park Road 

New Hyde Park, NY 11040 

"HEY! WHAT ABOUT US?" (from series of 3 entitled "Sex Role Development") 

A film giving new insights into sex role stereotyping in physical acti­

vities in schools, including physical education classes, playground 

behaviors and boisterous behavi,or in th(! classroom .. The film is in 

discussi.on format and can be used in the classroom for challenging the 

usual_ concepti ans of "mas cul i riity" and 

Ren ta 1 fee: $17. 00 Length: 

Contact: University of California 

Extension Media Center 

Berkeley, CA 94720 

"femininity". 

15 minutes 

(Note: the film is also available to U of Oregon faculty at no charge 

through the Instructional Media Center on the Eugene campus,) 

"MEN Is LIVES" 

OR 

A documentary, widely acclaimed, that traces the impact of sex role 

stereotyping on several men in the United States. This is the other 

side of the sex discrimination issue, one often overlooked in discussions 

about sex role stereotypi.ng. 

Rental fee: $56,00 Length: 40 minutes 

Contact: New Day Films 

San Francisco, CA. 

415-647-7770 



OR 

Available in the Portland area for $15.00 donation 
Contact: Men's Resource Center 

3534 SE Main Street 
Portland, OR 97214 
503-345-3433 

The Oregon Department of Education may be purchasing this film, and 
if so, it will be available for free. Contact µohn Havery. 

11 SEX EQUITY IN EDUCATIONAL LEADERSHIP 11 

A soon-to-be-available slide and tape show discussing the unequal 
representation of wanen in the management level of public schools. 
The show discussed the advantages for men of having women join the 
work force and the advantages for children in having both male and 
female role models in the classroom, as well as in the principal's 
office. 
Rental fee: to be announced. 
Contact: SEEL 

U of Oregon 
1472 Kincaid Street 
Eugene, OR 97403 

Length: 20 minutes 
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COl\IPL YING WITH TITLE IX: 
A RESOURCE KIT 

-Pnis resource kit is designed to provide information and materials which can assist education agencies and institu-
1:o:1S ir. determining and ensuring their compliance with Title [X of the 1972 Education Amendments. It consists of the 
follo•.ving nine components: 

'' Equal Opportunity-A Fundamental American Right. This small pamphlet provides a general thematic and 
phot,Jgraphic introduction to the issues of equal educational opportunity . It establishes a context for under­
standing Title IX. 

• Why Title IX? This short booklet reviews data which document the existence of sex discrimination in educa­
tion in those areas covered under Title IX, and data which suggest its possible effects. 

• Title IX of the Education Amendments of 1972: A Summary of the Implementing Regulation. A detailed 
summary of the Title IX Regulation is provided in concise form. 

• Identifying Discrimination: A Review of Federal Antidiscrimination Laws and Selected Case Examples. Laws 
prohibiting race and sex discrimination against students and employees of education institutions are reviewed. 
Examples of discriminatory situations drawn from actual school districts and postsecondary institutions are 
described and analyzed. 

• Complying With Title IX: The First Twelve Months. This booklet outlines the five procedural tasks that must 
be completed by July 21, 1976 in order to ensure Title IX compliance, and gives implementation aids for each 
task. 

• Complying With Title IX: Implementing Institutional Self-Evaluation. This 142-page manual is directed 
toward local education agencies; it provides materials to assist in the implementation of an institutional self­
evaluation. It is organized into sections which follow the substantive. areas of the Title IX Regulation. Each 
section contains a citation of the Regulation, a discussion of issues relating to compliance, specific data and 
questions for use in determining compliance, and procedural checklists to assist in designing and monitoring 
the e-valuation process. 

r. Title IX: Selected Resources. This listing identifies available materials relating to Title IX compliance. It con­
tains an appendix listing guidelines and materials developed by various state education agencies and general 
assistance centers. 

e Equal Educational Opportunity and Equal Employment Opportunity. These two posters outline the rights of 
students and employees to equal opportunity without regard to race or sex. They may be displayed in institu­
tions as one means of policy notification. 

l11is kit was developed by the Resource Center on Sex Roles in Education under contract 300-75.0256 for the 
Women's Program Staff, U.S. Office of Education, Department of Health, Education and Welfare. Research and staff 
assistance were also supported by the Ford Foundation. Resource Center staff involved in the preparation of these 
materials included Irene Chung, Carolyn Clark, Judy Cusick, Janice Earle, Shirley McCune, Martha Matthews, Ann 
Samuel and Ernestine Scott. 

. Throughout the project, valuable advice and assistance have been provided by an Advisory Committee consisting 
of Joan Duval, Project Monitor, Women's Program Staff, U.S. Office of Education; Gwendolyn Gregory, Office for Civil 
Rights; Reginald Pearman, Office of Education; Becky Schergens, Office of the Assistant Secretary for Education; and 
Sarita Schotta, National Institute of Education. Marguerite Follett, Women's Program Staff and Rosa Wiener, Office for 
Civil Rights, provided useful information and assistance in the review and preparation of the materials. 

We would welcome your comments on these materials; we hope that they will assist you in the important task of 
ensuring compliance with Title IX. • 

The Resource Center on Sex Roles in Education 
The National Foundation for the Improvement of Education 
1201 16th Street, N.W. • 
Suite 701 
Washington, D.C. 20036 



THE CO-RESPONDENTS 

The Co-Respondents, a professional readers theatre trio of two actresses 
and a singer/guitarist, presented "Here She Comes" on Saturday, April 16, 
at Spencer Butte Junior High School. "Here She Comes" confronted the 
issues of women and power. Power behind the man? Or power in her own right. 
Protected, coddled, shielded under the guise of benevolence or capable, 
self-sufficient, aware, a separate and equal member of humanity. The 
program blended history, drama and music into an exciting production which 
entertained as well as enlightened, and featured excerpts from the "lost" 
writings of many women in American literature. 

Further information can be obtained by writing Penny Hoffman, manager, at 
223 West 19th, Olympia, Washington 98501 (206-866-1830). 
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