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It is indeed a privilege and pleasure today for me to address the Women’s Commission and guests who have come together today to celebrate the accomplishments of this year’s honorees.   This recognition of outstanding women has been in place for more than thirty years, and when I think of the women who have been recognized in the past, and some are here today, as well as those being honored today, I see the many, varied, outstanding contributions to our university that these remarkable women have made.  This event and the accomplishments being recognized today, reflect the great progress women have made during my professional life.

As I thought about what I might say today, I considered telling stories from my past and from the lives of other women I know who are old enough to have experienced limitations in the opportunities for professional women.  But, as the accomplishments of women honored by the Commission attest, we have come a long way baby and telling stories about the past would mainly illustrates how old I am.    So I have chosen instead to talk about an issue that is with us today and which challenges the university and society in general.

In 2002 and 2004, Mary Ann Mason, the Graduate Dean at Berkeley, and Marc Goulden, a research associate in the Graduate School there, studied the career paths of female faculty nationwide and at Berkeley, and published their findings in two papers entitled Do Babies Matter, Parts I and II.  Many of you are probably familiar with these papers. 
What did they find?
First, the % of female doctoral recipients has increased from 12% in 1967 to 45.5% forty years later in 2007.  Despite this growth in supply, nationwide, the percentage of females on university faculties who are tenured is much lower than the percentage of male faculty who are tenured,  but what is most remarkable is that difference between the two groups has remained almost constant over the past 30 years. Today, it is about 65% for male faculty and 45% for female faculty. (Rising from about 40 and 60% 30 years ago.) 
Mason gives specific examples from Berkeley of this same phenomenon. There the percentage of male faculty in ladder ranks, the term Berkeley uses for both tenured and tenure track faculty, is 10 times greater than the percentage of male faculty who are in non ladder rank positions; for women, the numbers in these two groups are almost equivalent.  

Mason and Goulden also point out that nationwide, a salary gap between full time male and full-time female faculty has also persisted over the same 30-year period and perhaps even increased.

There are two explanations given for data such as these.  One is the persistence of gender discrimination and the other is the effect of family on the work life of women.  
Mason and Goulden began to examine these two hypotheses by gathering data on the impact of families on the careers of female PhD’s, and the data they gathered produced were compelling.  Let me give you a few examples
First, considered at what stage in their careers women had children.  They defined “early children” as those born before 5-years post PhD.  For women in academia, in the sciences, 12-14 years post PhD, 52% of those who had early children held a tenured position.  For males, in academia, in the sciences, 76% with early children were tenured.  The data for male and female faculty with early children are only slightly more equivalent in the humanities and social sciences. 
Second, only 44 % of the tenured women 12-14 years out from the PhD were married with children, compared with 70% of tenured men.  

Third,  38% of women in the ladder ranks said they had fewer children than they wanted, compared to 18% of men.

And fourth, two thirds of women who enter ladder rank academic jobs in research universities before having children never have a child.

Women in the ladder ranks have other issues as well, likely reflecting the stress of this career path on family life.  Those in ladder ranks who are married are twice as likely as women in other academic ranks to get a divorce and only half as likely as ladder rank male faculty.

These data describe women who remain in academia, but the data on those who never enter academia are even more compelling. 
 A survey of post docs showed that 59% of female post docs who were married with children were considering careers other than academia, and the most common reason given was stress in balancing work and family.  For single men and single women, the percentages were 32 and 39% respectively. 
 We all know that the academic life is not for everyone, but it seems to be more problematical for women with families.  In fact, these same married female post docs with children reported that they spent only a bit over 40 hours /week in the lab compared to more than 50 hours/week reported by males and unmarried females.  Do these women have an equal chance of getting a strong recommendation from their professors?  The impact of family on women’s academic careers begins as soon as the first child arrives.
So, Mary Ann Mason and Mark Goulden conclude that without a doubt, Babies matter in the academic world. And graduate students are thinking about this.
Mason just published a follow-up study on current doctoral students.  It showed that only 1/3 of women in PhD programs see academia as family friendly.   When she examined the responses from female doctoral students who where supported by a federal grant, most likely those in the sciences, that percentage drops to 16%.  In fact in the sciences, only 20% of female doctoral students were considering a career in doctoral universities.  

Is the fact that women drop out of academic life or fail to achieve tenure due to family commitments our problem as a University, or is it just a fact of life that we should accept?  
When I was a graduate student, in one of the largest geology departments in the country, where, by the way, there was not a single female on the faculty, it was necessary for graduate students to find a professor who was willing to take them on as students.    When I asked Peter Ypma, who was eventually to become my mentor and professor, to take me as a student, he looked at me and he said with great sincerity, “The world faces many serious problems, and 50% of the intellectual power we need to solve them is female. I would be pleased to take you as a student.”  That was probably one of the most supportive statements that a mentor could possibly have provided to me at that point in my career, and perhaps if his response had been otherwise, I would not be here today.
The competing attitude is one I encountered when I was an undergraduate, trying to get a summer job in the oil industry while I was still in college.  (Yes, I have to tell at least one old story.) I grew up in the oil patch and thought about working in the oil industry, perhaps following in the footsteps of my grandfather who had a wonderful career as a petroleum geologist.   The head of Exxon exploration in West Texas interviewed me, probably as a curiosity.  At the conclusion of the interview, which by the way was very cordial, he told me “I haven’t hired a woman in ten years and I have no intention of doing so.  It takes a long time to train a good petroleum geologist and women just get married, have babies and quit.”  
 Obviously, the oil industry was not to be my career, but I never forgot those words and in a sort of perverse way, they gave me strength as I faced the conflicts between family and career that came later in my life.
These two competing attitudes exist today.   Certainly, the university champions the former attitude, not only for the future of the university, but for the future of our nation as well.  However, given the difficulties of balancing work life and family, attitudes like that of the Exxon executive are also understandable, but they also preclude the opportunity for our nation to take full advantage of 50% of human brainpower, as Peter Ypma pointed out.  
So I ask, what can we do here at Maryland to try to make it possible for women to remain in academia, in the ladder ranks, to use that intellectual power to address society’s problems, to serve as role models for young women, and to enable those who have or want to have children to succeed.  
At the University of Maryland, we have already taken a giant step by adding an additional year to the tenure clock for the birth or adoption of a baby, with the option of another for an additional birth or adoption,  and making this an automatic benefit, not one that must be requested.  This is the same policy that Berkeley and other leading universities have in place, and it will go a long way to assisting the balance between family and work.  But there are still other things we can do.

First, Infant Care.  Leaving a baby in the care of others is an extremely difficult thing for a new mother to do.  Today, we recognize the advantage to the health of our babies that nursing provides and being a nursing mother with a fast pace job is very tricky.  We need a place on or next to campus that affords excellent infant care and ready access for nursing mothers.  We are trying to provide such a center through the development of East Campus, and I am working very hard to achieve this goal.  I appreciate the Women’s Commission continued support for this center.
Second: Back up emergency child care.  My daughter-in-law works at Mass General Hospital, which holds a contract with a firm that provides daycare on a moment’s notice when regular childcare services are not available.  I personally had 13 live-in care givers, and there were 12 crises that punctuated each change, to say nothing of the days of absence for illness or other personal reasons.  The relief of knowing there would be a reliable way to cover child care for such unpredictable events would have provided tremendous support to me  by addressing what was for me the single most stressful aspects of the delicate balance between work and family.  
Third: Part-time tenure track appointments. The Opportunity for a temporary change to a part-time status for tenure track and tenured appointments, and proportional extension of tenure and other review clocks while on such part-time appointments, is an idea that is currently under discussion in the Faculty Affairs Committee of the University Senate.  If you have a chance to speak up in support when it comes to the University Senate, I hope you will do so.  
Fourth: Modified duties for one semester after childbirth or adoption of an infant without penalty.  This benefit is particularly important for assistant professors because it allows them both to continue their research and manage a new baby.  I understand that such arrangements are made in certain departments, but there is no University policy to provide buy-out funds.  Perhaps this is something the University could consider. 
Fifth, and I have no idea how to make this one happen, judge young mother’s dossiers by the quality of their work, not the quantity.  We pay lip service to this idea, but to evaluate the potential for these young women to change the world, we need to be quite serious about its implementation, especially in tenure decisions.

Through my time of child rearing there were times when I almost threw in the towel.  However, I had the support of my department colleagues, my chair, and my dean.  I would never have stayed without it. In some professions, women can take time out for care giving of young children, but, for people like me in the sciences, and I suspect for most other academic disciplines as well, such time outs make careers in the ladder ranks almost unattainable. Advances in knowledge will leave you behind.  
As a university, we have come a long way since I was a young mother in extending a helping hand to working mothers through university policy and practice, and I know we will continue to make this a priority.  These policies help to mitigate the disadvantages imposed by care giving and demonstrate the commitment to allow faculty members to combine a high level of professional achievement and a family.

Thank you again for listening and for giving me this opportunity to talk about a subject near and dear to my heart.  And again, my congratulations to all the honorees.
