"Our struggleis also a struggle of memory
against forgetting."(1)

Introduction

This essay focuses on the development and early activism of the Association for
Women Faculty, an organization created by and for women faculty and
professionals at the University of Arizona. To contextualize the climate in which
this association arose, this work first examines the history of women's organizing
at the University of Arizona during the 1970s. AWF arose around 1982 from the
ashes of these earlier, somewhat more radical attempts to organize women on
campus, and went on to agitate throughout the 1980s within the University of
Arizona system through a series of organized challenges to University
administrators. This organization is still active, and continues to monitor the

status of women at the University of Arizona.(2)

Specifically, this work is a case study of the ways in which women at one
university organized to challenge salary inequities and the history of their

struggle to raise consciousness about as well as to protest these inequities within
the University of Arizona system. The Association for Women Faculty (AWF), has
made real strides in both questioning and breaking down the dominant structures
at the University of Arizona that for years favored male faculty and academic
professionals.(3) This case of feminist organizing within academia for pay equity
(4) will provide an analysis of the effects and the limitations of the kind of efforts

AWF undertook to achieve pay equity at the University of Arizona.

This work examines the perceptions and the motivations of the founders and
early members of AWF in striving for salary equity. The narratives that make up
this story come from multiple voices, which share a general tenor of conscious
activism yet also at times contradict one another, disagreeing, for example over
methods used. Through a narrative retelling, this essay seeks to reconstruct the
history of these women's struggle from their own voices.(5) They not only tell the

story, they are the story. The many areas in which AWF continues to be active



suggests that this early struggle had a significant impact on the consciousness of
women faculty and professionals at the University of Arizona. This form of
"feminist consciousness,"(6) on some level, seems a necessary prerequisite to

activism and change.

History of Women Organizing at the University of Arizona

This essay draws upon historical research to create a case study of the
Association For Women Faculty at the University of Arizona, an organization
which arose in the early 1980s to challenge salary inequities and other issues of
gender discrimination. To this day, AWF continues to monitor the status of
women at the University of Arizona.(7) The period of activism | am specifically
examining occurred largely during the early and mid-1980s. By this point,
feminism had infiltrated the walls of academe,(8) establishing itself through

Women's Studies programs and departments.(9)

Many of the founders of Women's Studies were feminists interested in expanding
the scope of feminist theory and knowledge to include activism. At the same
time, there was an increasing number of women being hired on as faculty and
professionals within higher education.(10) AWF formed at a point in history
during which women in academia were openly organizing to challenge the
discriminations they faced.(11) Much of this organization was influenced and

begun by feminist academics.(12)

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

Women with activist and feminist consciousness began infiltrating the academy
by the late 1960s.(13) By 1971, a group of women faculty members at the
University of Arizona raised the awareness of women on campus by bringing suit

against the University, President Harvill and the Board of Regents, claiming that



the University's anti-nepotism rule (14) was a clear case of discrimination against
women, in direct violation of the Equal Employment Act of 1963 and Title VII of
the Civil Rights Act of 1964.(15) The University's anti-nepotism regulations
(enacted in the mid-1930's) "effectively prohibited women married to men with
faculty appointments from being hired in faculty positions."(16) The Board of
Regents settled out of court just before the case went to trial, taking the anti-
nepotism rule off the books and hiring two of the plaintiffs as faculty members.

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

Women at the University of Arizona first joined together to protest individual and
collective discrimination in 1972.(17) In the fall of that year, about 20 women,
mostly faculty, came together for an organizing meeting. Initially calling
themselves "The Group" (in order to keep a low-profile) and later adopting the
name "The Committee on the Status of University Women" (CSUW), this
organization was made up of faculty, professionals, administrators, staff, and
students, both graduate and undergraduate. Similar to the later tactics of AWF,
the job of representing the organization fell on the few tenured faculty women
who, unlike faculty women without tenure, did not fear jeopardizing their chances

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

By the spring of 1973, this committee had adopted a constitution and had gained
recognition as a campus organization. This early organization seems to have
favored radical approaches to changing women's situation,(18) challenging the
university system itself with vocal protest and the use of the media to highlight
the issues they wanted the university to address.(19) Yet by the end of the
decade, the organization was disintegrating, and no records of the organization

exist past early 1979.

There appears to be a number of reasons why this early organization fell apart.
CSUW, like AWF, relied on senior, tenured women to speak for and represent

the organization.(20) Unfortunately, at the time of this organization's existence,



there were very few women in this position, placing the burden of visible activism
almost solely on this small group of women.(21) This often led to burn-out for
many of these faculty women.(22) In addition, many university women were
hesitant to become involved actively with CSUW, due to both a lack of radical
feminist consciousness among many women at the University of Arizona as well
as out of fear, it seems, of how it might affect their careers.(23) Finally, it seems
that within the group the diversity of interests made it difficult to focus in on key
issues and have successful collaborative efforts. CSUW represented, basically,
all women on campus; but staff, student, and faculty women each had different
pressing issues they wanted to address, which in the end appear to have been

too much for the organization to manage successfully.

A History of the Association For Women Faculty

The disintegration of the earlier organization did not end all agitation on the
University of Arizona campus by women faculty and professionals. If anything,
the activism and agitation of CSUW throughout the 1970s helped to raise the
consciousness of campus women, prompting further organization and activism
by women.(24) Through this connection, the actions of women at the University
of Arizona during the 1970s are directly linked to the formation of AWF during the
early 1980s. By this time, feminists working both inside and outside of academia
had brought to light significant inequalities between men and women in the U.S.
that resulted directly from sexist discrimination. Having already begun the fight to
end such discrimination at the University of Arizona, key faculty and professional

women would continue this work into the 1980s.

Women became reactivated at the University of Arizona when key organizers
and activists from Women's Studies to the Law School began rejuvenating
women's collaborative efforts on campus around the end of 1981. In the spring of
1982, a group of women faculty sat down to have lunch and discuss the situation

of women at the University of Arizona. Through their discussion, these women



realized that serious issues regarding women's position within the academy
remained unresolved. By the end of the meal, the Association for Women Faculty
(AWF) had been formed.(25) A number of women were significantly involved,
such as Karen Anderson (History), Ruth Dickstein (UA Main Library), Myra
Dinnerstein (Women's Studies), Mary Doyle (College of Law), Shirley Fahey
(College of Medicine), Yetta Goodman (Education), and the "driving force"
behind the pay equity study, Helen Ingram (Political Science).(26) This
organization would go on to address numerous issues impacting women in the
academy from 1982 to today, with a clear focus on feminist activism.(27) Many of
AWF's key early organizers were extremely feminist, and worked to push a
feminist agenda while working with a number of conservative women faculty

within a conservative state.(28)

This handful of women faced a quite difficult task when they decided to try to
organize women faculty and professionals at the University of Arizona. Hesitancy
to join a "women's group” made initial recruitment difficult, and the strategies
used by professional women to organize (forming women's associations) do not
always establish the solidarity of labor unions. Additionally, as within most
institutions, the University of Arizona had women firmly enmeshed in
bureaucracy. To change the structure of the institution, AWF had to work within
the structure itself, yet the very mechanisms of the bureaucracy work to maintain
the status quo.(29) AWF received little to no support from the administration,
which at times actually worked against this organization.(30) For example, the
administration refused to turn over its faculty lists when AWF was initially trying to
establish contact with women on campus.(31) Instead, the members of the AWF
had to request this information from every individual department on campus.(32)
Such roadblocks were not uncommon. Yet despite these obstacles, AWF
experienced its highest rates of participation during the 1980s pay equity
struggle.(33) The efforts AWF sought to pursue required raising the
consciousness of a number of women on campus about the gendered dynamics

of discrimination, which AWF did through mailings, the 1983 salary study, press



releases, meetings, and special events.(34)

Strategies for Success: Pay Equity

The Association for Women Faculty's early history centers on two significant
stages.(35) AWF first focused on "getting the university to acknowledge [the
inequities and gender discrimination]...”, the next step involved "getting the
University to do something about it!".(36) The first stage of AWF's activism
involved naming and identifying the problem, collecting data, and doing the
necessary consciousness-raising to activate women on campus.(37) The second
stage involved actual advocacy, targeting a problem all faculty and professional
women had in common--pay inequities.(38) Early on, the organization decided to
limit its initial focus of action to this primary issue of salary equity. Through
surveys, the members of AWF had identified pay inequities as the major
grievance of women faculty and professionals on campus. At this point, AWF

decided to proceed by implementing and publishing its first salary study.(39)

The 1982/83 salary study was one of the Association's most important early
projects. (40) The results of the salary study were distributed through mass
mailings to faculty and professional women to share these findings. This
extensive study revealed salary disparities ranging from $2,000 to $15,000, (41)
with an average gap of $4,300 between similarly situated male and female
faculty.(42) This study revealed that, with academic rank and years of
employment held constant, the average annual salary for men was $36,600 and
for women--$32,300. This study found that men and women's salaries do indeed
differ greatly according to gender.(43) The study concluded that "the sex-based
salary differentials which have been identified are too strong to be disregarded.
The statistical testing indicates that there is virtually no possibility that these
differences could have occurred by chance alone".(44) Key AWF leaders went
public with the results of this study, holding a press conference to highlight the

drastic inequities revealed in the salary study.(45) Although "there is always



some tweak, some qualifier to justify any kind of inequity” (46), the salary gap

revealed by this study was far too large to ignore.

This study was a monumental achievement for this organization as it forced
administrative recognition of salary inequities, prompting the administration of the
University of Arizona to begin a pay adjustment process. It is important to keep in
mind that the final salary adjustment process put into place was designed by
University administrators, though, and not AWF. This process was put into place
in 1985/86 by the University's administrators at the urging of the Arizona
Legislature and the Board of Regents (47), a direct result of the organizing and
activism of AWF.(48) It also eventually prompted the Board of Regents (with
continuing pressure from AWF members) to create a Commission on the Status
of Women. In addition, the study raised awareness among women campus-wide
that these inequities existed, and they existed blatantly. This is significant,
because a consciousness of the institutional inequities of faculty and professional
women was necessary for action. Once academic women at the University of
Arizona became aware of these gaps, it became more difficult to ignore or
dismiss gender inequities--they needed to be addressed thoughtfully, seriously,

and actively.

Pay equity acted as a catalyst issue for AWF. "l would say that...finding the issue
made the organization; in other words, that there was an interaction between
identifying the issue that had meaning for all the members and establishing the
organization."(49) AWF and salary equity had, in a sense, a reciprocal
relationship; that is, they both arose and gained strength at the same time from

each other.

And | think that--we never would have articulated it this way, we would
be embarrassed to say this, but--1 think that there is something in our
culture about the idea that our worth is measured in dollars; and it was not
just that there was an unfairness about it, but that theré's akind of
denigration going on with it--that you're being deemed to be 'less valuable
to the indtitution, and that your worth as afaculty is being denied.(50)



Thisissue dearly struck a nerve with women, prompting the highest numbers of active
members AWF has ever seen.(51) As consciousness was raised, women became prepared
to act, and act they did, in avery voca, very powerful manner. The united efforts of
campus women prompted change within the universty system. After deciding to focuson
the issue of pay equity, AWF engeged in avariety of tactics to push the University to
address their grievances such as: writing |etters to university administrators aswell as key
Arizonalegidators, thregtening litigation for failure to comply with federd legidation
regarding equal employment opportunities and treatment, (52) and even using the pressto
cdl attention to the University's discriminatory policies and actions.(53) AWF members
aso met with adminigrative officids and Regents to discuss the concerns of women
faculty and professionds.

As was the case with CSUW, leadership was composed primarily of senior
tenured faculty.(54) Many felt this was important for the organization to be taken
seriously as a collective group (55); also, it was a less risky tactic than individual,
untenured women protesting on their own. Monthly meetings and newsletters
served to keep members informed, and special noon-time programs were
designed to present different issues faced by women in higher education. Within
the organization, officers were selected to fulfill certain roles, and committees

were established to address particular issues.(56)

Additionally, the core members of AWF gathered and split up a phone list of the
Arizona Board of Regents, and each one became a primary contact with one of
the Regents. "We...knew we had to make connections with administrators...to let
them in on the fact that they had a responsibility to women faculty's agenda."(57)
Using this tactic meant that a group of core AWF members got to know these
Regents on a first-name basis, which had significant implications for the

organization's negotiations.(58)

In 1984-85, two years after the salary study was implemented and public
attention had been focused on the pay gap between male and female
academics, the University began making salary adjustments.(59) Significantly,
studies in 1987 and 1992 have continued to reveal a need for equity (60), yet the
University has since dismantled its salary adjustment process. The question

remains: why has it taken so long to enact changes at the institutional level?



| think that the centrd adminigtration of this university redized that there
probably were sdlary inequities, that they probably were deep-seated, long
ganding, and impenetrable from the point of view of being scientific about
pursuing them...and so | imagine that any kind of sense of what would be
‘good’ and 'right' to pursue would be offset by the fact that this was going
to be a horrible mess and it was going to require alot of work and effort
on the part of an indtitutional research office or some other source...it
could have been that the adminigrative structure of the university would
have continued just the way it was forever--1 mean, we can't say right now
whether any of the senior adminigtrators on this campus...would ever have
thought about addressing sdary inequities had there not been that politica
action on our part.(61)
Given these obstacles, it seemslikely that without the activism and persistence of AWF,
sdary inequities may not have been addressed. "I think maybe the adminigtration
themsalves wanted to be responsive, but they wouldn't have been without us, and so
we...kept pushing at them, and it forced them to be even allittle more responsive than they
might have been otherwise."(62) Adminigtrators argued that equity would be too
expengve to grant, acommon judtification for continuing inequitable wages.
The process has sometimes been cogtly, and certainly the fear of high
cods has kept many employers from initiating [and maintaining] pay
equity. Yet, in most cases, employer costs have not been high. Keep in
mind, too, that thereis a cost in kegping the system biased. That cost is
borne by the people in jobs receiving biased wages- -those discriminated
againg bear the cost of discrimination, in lower wages, fewer
opportunities, and lack of respect for the vaue of their work.(63)
Although getting any process put in place was a remarkable achievement, the actua
"process’ of sdary equity adjusment at the University of Arizona had many practicd
limitations, such asthe need to find a"smilarly Stuated’ maewilling to share his
curriculum vita (CV), which are not public records. "Everybody had difficulty finding
somebody that they could compare themsdlves to, even knowing--1 mean, the worst thing
is, how do you know how much to ask for...now do you put an amount on who you
ae?'(64) Theindividuaized drategy for going about adjusting strategies has negatively
impacted many women working in fidds in which there are no "smilarly stuated males.”
Thisimpacted women in avariety of ways.
...| think that the way the structure was set up--that you hed to find this
‘comparable mae--it sort of...structured your sense of what was
gppropriate in away that might not have been in fact what was going on...|
think on dl sdes it gave the sense that there's afdse precison to the
process; that we might as well admit that theré's a certain subjectivity to
sdary setting.(65)

Not everyone, and certainly not all women were pleased with the outcome; some viewed
the sdary increases "as not much more than atoken."(66) Given the fact that this sdary
equity adjustment process has Since ceased, it seems this sentiment was not completely
off-base.



Through the use of feminist theories and practices, organizations such as the
Association for Women Faculty have made tremendous gains for women in
academia. Organizations similar to AWF have often relied upon feminist
strategies such as "equal pay for equal worth" to challenge salary inequities. This
choice of strategies in integrally connected to the organizational structure of
AWEF. AWF is a professional women's organizations, and historically there are

very specific ways in which professional women engage in activism.

In particular, professional women tend to form professional organizations, not
labor unions.(67) If these organizations do not have the full support of women
colleagues, their bargaining power may be quite restrained. Although academics
are becoming "laborized" in terms of their treatment at the hands of
'management' in colleges and universities, professors and professionals alike
seem quite hesitant to unionize, and are certainly not likely to do so in right-to-
work states such as Arizona. The practical realities of women's organizing at the
professional level has impacted the success of AWF's salary equity struggle. "I
don't know how we can ever have serious equity without some kind of scale,
some kind of unionization."(68) The methods employed by AWF offer us concrete
strategies for getting women to work together for change within an institutional
structure. The history and outcome of AWF's efforts highlight pitfalls for future
organizers to contemplate before reinventing the wheel, such as the University's

ability to subvert AWF's goal of achieving salary equity.(69)

AWF's salary equity struggle is perceived as one of the most successful actions
undertaken by the organization.(70) The methods used by the organization
provide an effective model for addressing salary grievances within higher
education. Following this study, the University came up with $200,000 to begin its
salary equity adjustment process in the fall of 1984.(71) In 1984-1985, 329 UA
women applied for salary equity review (4 administrative, 215 faculty, and 110
professional women); 183 were rewarded salary increases (4 administrative, 121

faculty, and 58 professional women). $538,126.00 was ultimately awarded during



this period.(72) Yet troubling issues remained, the most significant of which was
the alleged mishandling of states funds (handed down to the University to make

equity adjustments) by top-level administrators.(73)

Additional successes of AWF include the implementation (after over 10 years of
struggle) of a parental leave policy, the increased awareness of women's status
on campus and of existing biases which function to the detriment of women, and
the building of a community; "...there was the time when we were all pretty
isolated in our own departments...".(74) "I think the interpersonal connections are
stronger than anything we've printed or done."(75) AWF put women in contact
with other women, which was an important step in the process of bringing women
together to act. "AWF and the general presence of feminist scholars has
enhanced the reputation of the University as a place for other women scholars to
work."(76) AWF's presence has raised the standards by which the University of
Arizona's steps towards equality are measured to this day, while at the same

time improving the campus climate for academics and professionals.(77)

On AWF and Activism

At its heart, AWF was and still is an activist-based organization. It has always
been important for members to understand "...that discrimination was
institutional, that it was systematic, and that it wasn't going to be easily
remedied."(78) Indeed, many of the issues raised by AWF throughout the 1980s
have yet to be sufficiently addressed or remedied. The hard-won salary
adjustment process, as noted, no longer is in effect at the University of Arizona,
and no other method to ensure pay equity is currently being used in place of this
process.(79)

Nonetheless, AWF exhibited and still exhibits a number of significant strengths,
the primary one being its ability to unite women in collaborative effort.(80) This is

reflective of "...the whole notion that you can't do anything by yourself...if you're



not working with an organizational structure, forget it, | mean, unless you want to
be for yourself."(81) As Sheila Slaughter and countless others have noted, there
is "power in collective action!".(82) Collective action is necessary for change; in
addition, | would agree that radical approaches need to be integrated into such
collective action. "...I think collective action helps...it also helps if you have
numerous strategies...and also have collective ones and then radical ones..."(83)
Yet AWF was, in a sense, "[made up of]...women...trying to deal with the art of

the possible rather than the art of the confrontational."(84)

Although women have been working in higher education since the middle of the
last century, there remains a perception that women entering the academy as
faculty and professionals are entering a male domain. "The world is a man's
world, and how do you live in a man's world without becoming a man? It's easy to
say be a tough woman, be like men and you'll make it...I don't think there should
be a contradiction."(85) AWF has sought to break down the structural
impediments of the academy that claim to hold no gender biases, yet clearly
have different implications for men and women. One question raised by AWF
members early on was "How do we live in this institution? How do we make this
place more comfortable for all of us?".(86) Across disciplines, colleges, and
schools too numerous to list, women have related stories of how they have
coped with the pressures they face working within a system designed for the
male norm and reluctant to change. These experiences inspired women to work
together to "...remake the University, so it was a different and better place, rather
than doing just what men do."(87) AWF members envisioned equality and
worked to transform the reality of the institutional structure to reflect that vision.
The results have been mixed; "l don't think we have solved all of the attitude

problems...but | do think we have changed the overt behaviors."(88)

AWF was successful in "[letting] the administration know that there was a united
voice that represented women and that that made them strong; that they had to

pay attention to it; the voice...hadn't been paid attention to, and...it was a



representative voice...".(89) AWF continues in this role, providing the university
"a clearer conduit to 'the woman's point of view', as if that were singular."(90)
AWEF also connected a community of women, many of whom had been isolated
within their own departments prior to becoming involved with AWF.(91) AWF
functioned as a "place of camaraderie,” bringing women together and creating an
activist community of women within the academy.(92) Significantly, "In this case,
community was formed surrounding some intentions and some action; and that
forms community better than just sitting around, talking about our problems."(93)
Additionally, through connecting junior and senior faculty women, AWF has and
continues to function actively as a mentoring organization for women faculty,

professionals, graduate students, and post doctorates.(94)

The women who chose to be actively involved with AWF did so for a number of
reasons. Some came out of a feminist "..commitment to changing the institution
so it's better for women"(95), others sought involvement with other women on
campus to establish community and connections(96), and to build
camaraderie.(97) Others came out of their feelings of anger and agitation at the
way they perceived they were being exploited by the university. When asked how
women felt during the salary equity struggle, Myra Dinnerstein replied quite
succinctly "Angry!...I think that women were very angry and felt very used"(98);
significantly, this anger was transformed into action. Still others were motivated
by their experiences with collective action..."...\We assumed we would be
activists...many of us came out of the student movement, and we had
experienced as a part of our socialization, collective action and what it can
do."(99) Finally, a sense of difference, of being outsiders within the academy,
also drew women together. "I think this sense of difference, that women felt they
were...overworked, overburdened...I think that did add to a sense of commonality
among the women."(100)

Evaluation: Where are We Today?



So, how successful has this activism been in addressing the grievances of
female faculty and professionals at the University of Arizona? Today, "...many UA
women are finding that remedies to the ills that plague women in academia--
gender balance and salary equity--are a long time in coming."(101) The
Commission on the Status of Women is currently undertaking a gender salary
equity study of UA faculty and professionals. Preliminary findings indicate a
salary gap between male and female faculty of between $4,500 annually for

lecturers to a $17,000 gap annually for tenured faculty.(102)

As to gender balance within the University, in 1985 women constituted 19.65% of
the University of Arizona's 'general faculty'. By 1995 women made up 30% of the
University's 'general faculty’, an increase of just over 10%.(103) Yet while these
numbers may look good, they hide a disturbing trend--namely, that the majority of
this increase in female faculty representation is occurring at the level of research
associates, instructors, and non-tenure track positions.(104) These positions
involve a substantial amount of work at a lower pay scale than full

professorships, without the potential reward of tenure.

Although the number of women reaching the rank of full professor has been
slowly increasing over the past twenty years, by 1995, just 12.8% of the UA's full
professors were women.(105) Thus still today it seems apparent that the
University's employment practices, whether consciously or unconsciously, remain
discriminatory, although not as overtly as during the 1970s and 1980s. More
significantly, these trends illustrate that change comes slowly. This is precisely
why Karen Anderson feels that "activism and commitment" were and are the
most important qualities for those involved with the Association for Women
Faculty.(106) Without an awareness of the struggle for equity in the early 1980s
and the implementation of a salary equity adjustment process by 1985, faculty
and professionals would not be aware that this process has been dismantled.
Without activism and commitment by these women to challenge the biases they

face in academy, the biases will remain.



Clearly, women faculty themselves are aware of and angered by salary inequities
and other discriminatory practices within university systems. Channeling this
frustration into effective political action requires a great deal of effort and energy
on the part of female faculty, already overburdened in terms of their teaching
load, committee work, and advising responsibilities. (107) This is where
"sisterhood counts"; women's networks at universities provide friendship,
support, and professional networks while at the same time providing strength in

numbers as well as acting as organized monitors of women's rights.(108)

At issue is the future status of women employed both at the University of Arizona
and institutions of higher education nationwide. History has shown that advances
towards equality made by women are often meet with resistance and backlash,
and this is no less true of labor struggles in higher education and elsewhere.
Although this may require more effort than many women can commit to, we must
keep constantly vigilant and aware to ensure that the equity fought for and
gained during the 1980s does not continue to slip away; indeed, it is still
necessary to actively insist that further measures be taken to ensure equity

between the genders in the workplace.

Until now, attention to sdary disparities by sex in higher education has
largdly been redtricted to datigticd studies showing the failure of
univergties to compensate female faculty for factors that affect pay a the
same rate they did men in the same departments. However, such studies,
and the remedies they have motivated, have failed to address the problem
of interdepartmenta differentials that disadvantage women. Nor have they
addressed problems caused by certain common saary- setting practices
that sysemdaticdly and unfairly disadvantage women. These practices
need to be examined on every campus and modified. Unless that occurs,
the sdlary gap will persg. (italics mine)(109)
The activism of AWF redly sarted something at the University of Arizona The work of
many dedicated women has raised awareness across campus of the need for united efforts
to challenge sdlary inequities. Y et to this day, inequities remain.(110) Thereis dill much
work to be done.

Conclusion

...Thekind of empower ment that a group of women receives, both collectively and
individually, from participating [in consciousness-raisng groups, and | would add



activism] isnot power based on control over othersor a smpleincreasein the
individual capacities of each woman. Rather than being " power over” or " power
to," empowerment is” power with" --that is, an interreationship in which the whole
group creates mor e ener gy to changetheworld in itsjoint support of each
individual than any one individual would have on her own.

This essay has focused in specifically on the Association for Women Faculty, a
women's faculty and professional organization at the University of Arizona which
has worked to monitor women's status at the University for the last 15 years and
has actively protested the inequities faced by women in the academy. The
women involved with the Association for Women Faculty put into practice what
academic feminists have been doing in theory, to some extent, in their struggle
for women's equality within the academy. The Association for Women Faculty
presents us with an example of women in academia challenging the status quo
by connecting theory, practice, and consciousness through collective action. This
combination of theory and practice, as well as the power of collective action, is
clearly necessary to enact change within academic institutions. The women
involved with AWF were and still are agents in their own lives. They have claimed
their agency through their feminist activism, specifically through challenging the

discriminatory practices they have encountered in university systems.

Kesselman et. al. report that: "Pay equity campaigns can take three forms:
litigation, collective bargaining, and legislation."(112) At most institutions of
higher learning, including the University of Arizona, all three of these methods
have been used. In the case of the Association for Women Faculty at the
University of Arizona, a combination of legal, political, and academic pressure
was used by faculty women to press for pay equity measures. The organization's
most common strategy for addressing grievances has been to go directly to
university administration with the concerns of female faculty and professionals.
This approach has been by far the most successful method through which the
AWF communicated their grievances to both University of Arizona's

administration as well as to the Arizona State Legislature.



Feminists working within academia have a wide variety of approaches to
challenging women's subordinate position in the academy, such as forming labor
unions, associations, and collectives; litigation; integrating into male-dominated
disciplines and administrations, as well as forming our own radical enclaves
within academe where feminist theory thrives. The formation of Women's Studies
programs and departments has presented a multi-faceted challenge to the
traditional norms of academic institutions through its interdisciplinary, anti-
hierarchical, often post-modern approach. Changing the structures of the
academy requires challenging the students to rethink "learning” itself, which is

something feminists in academia have being doing for years.

Organizations such as AWF have enabled women to present (at least in
appearance) a united front to administrators and a 'collective voice' of protest
against discrimination. This type of united political action has proven to be an
effective strategy for providing women with a forum to demand equity and fair
treatment. Women who have organized collectively within academia have had a
history of effectively challenging blatant discrimination and inequalities at
numerous universities.(113) These organizations provide support networks for
women; through such groups, women began to realize they were not alone in
their experiences of discrimination and harassment. This realization, that
discrimination was both institutional and pervasive, enabled women to take
action and empowered them to challenge their subordinate status in the

academy.(114)

Pointing out the changes that AWF has effected within the university system, this
work highlights what AWF provides for the campus community. It also highlights
the need for continued organization and agitation by women to address the
continuing discrimination against women faculty, professionals, graduate
students and post-doctoral students. In particular, it illustrates the need to get all
women, junior, senior, and in-between, active and directly involved in campus

women's organizations to continue educating and agitating for change. Although



getting any process putin place was a remarkable achievement, the actual
"process" of salary equity adjustment at the University of Arizona still has many
practical limitations. AWF was successful in protesting for a change, yet the
resulting change has not been totally effective, and this work has explored some

of the reasons why.

Remembering our history and the efforts of women working for gender justice
empowers people with consciousness. Women as well as men now entering
academia need to be made aware of the struggles women in higher education
have historically faced, as well as the methods women have successfully used to
challenge discrimination. We must also acknowledge that a great many
inequalities still exist, both in higher education and more generally in the ways in
which men and women's labor is valued differently economically. In particular,
women's inequity in terms of salaries within academe is clearly a grievance that
requires action, both on the part of faculty and administrators. Until women's
inequalities within the labor market, such as salary inequities, are acknowledged
and addressed more effectively than they have been so far, this struggle must

continue.
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