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This is the first opportunity I have had to
talk to you since our conference in Quebec. Be-
fore I get down to business, let me: begin by
wishing you all 2 happy and successful 1991, both
personally and professionally.

The ARUCC executive held a conference
call on October 31 during which the 1990/91
budget was approved. 1 am happy to report that,
unlike the preliminary budget presented at the
general meeting in Quebec, we are not predicting
adeficit, and this was achieved before we learned
from the Quebec contingent of the tremendous
success of the June 1990 conference. Notonly did
the Quebec team impress us with their ability to
organize a successful conference both profession-
ally and socially, butthey also turned a profit. Iam
sure you will all jein with me in saying “Bravo”.

Thenext ARUCC conference will be held
in Moncton, N.B. in June 1992, and plans are well
under way.

One item that provoked discussion during
our conference call was the plan by Employment
and Immigration Canada to impose a $75.00 fee

Je m’adresse & vous pour la premigre fois
depuis la conférence de Québec en juin dernier.
Permettez-moi d’abord de vous souhaiter & tous et
toutes une borme etheureuse année 1991, remplie
de succts personnels et professionnels.

Le Comité exéeutif de I’ ARUCC a tenu une
conférence téléphonique en octobre 1990, durant
laquelle il a approuvé le budget 1990-1991. Je
suis heureuse d’annoncer que, contrairement aux
prévisons budgétaires présentées & I’ Assemblée
générale de juin, il 'y aura pas de déficit cette
année. Qui plus est, le budget approuvé n’inclut
méme pas encore les revenus du congrés de
Québec, quireflétent eux-aussi I'immense succés
remporté par le congrés 1990 de ’ARUCC: non
seulement 1'équipe québécoise nous a‘t-elle
impressionnés par sa capacité d’organiser un
congras trés réussi, mais elle fait le profit le plus

for processing visa student authorization applica-
tions. Your executive felt that this ran counter to
efforts to promote Canadianeducation abroad and
expressed this view to Claude Lajeuness, Presi-
dent of AUCC, who has now registered opposi-
tion to the plan with the Minister of Employment
and Immigration.

Asyoumayknow, the ARUCC Executive
holds one meeting each year in conjunction with
a meeting of a regional association. In February,
we joined OURA (Ontario Universities Regis-
trars Association) at their conference in Waterloo,
Ontario.

I'wouldlike to conclude by inviting youto
submit to your regional representatives (names
listed at the back of this issue) any material you
feel would be appropriate for publication in Con-
tact. This might include extracts from papers you
have presented, reports on interesting business
trips you have made, information on exciting new
developments in your area, or new appointments.
We would love to hear from you.
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€élevé de I'histoire des congrés de I’ARUCC. Je
suis siire que je refléte vos sentiments en leur
disant “Bravo”.

Le prochain congrés de I’ARUCC aura lieu
en juin 1992 3 Moncton, Nouveau Brunswick. Sa
préparation a déja commencé.

Un des points discutés par le Comité exécutif
a é1é le désir d’Emploi et Immigration Canada
d’imposer des fraisde 758 pour traiter lesdemandes
de visa d’éwdiant. Yotre Comité exécutif croit
que cela va A 1’encontre des efforts déployés par
nos institutions pour promouvoir I’enseignement
supérieur hors des frontitres du Canada et pour
attirerdes étudiants éirangers. Nous avons exprimé
cet avis au président de AUCC, M. Claude
Lajeunesse. L’ AUCC a fait connaitre au ministre
respensable son opposition au plan d’Emploi et
Immigration Canada.

Vous savez que les années durant lesquelles
il n’y a pas de congrés biennal, votre Comité
exécutif tient une rencontre conjointement avec
une conférence d’une assocation régionale. C’est
ainsi qu’en février nous nous joindrons & nos
colizgues de I'OURA (Ontario Universities Reg-
istrars Association) 3 Waterloo, Ontario.
Jevousinvite d soumnettre Avos représentants
régionaux, dont vous trouverez les noms sur la
derniére page de ce numéro, du matériel pour
publication darns le bulletin de votre association:
des extraits de recherches que vous avez effectuées
ou de rapports que vous avez publiés, de
I'information sur des développements dans vos
institutions ou dans votre région, des notes de
voyage ou de participation A des conférences, des
nouvelles sur les mouvements de personnels, etc.
O R R o Con BRIGeT]
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GENDER DIFFERENCES IN UNIVERSITY REGISTRAR'S

OFFICES
Jane Brindley
Phyllis Frick,
Athabasca University

Studies of women in Canadian
universities have focused largely on
thesituation of female academics,
pointing out such facts as the
hugegaps in faculty gender ratios
compared to student gender ratios.
These studies have also identified
inequities in hiring practices,
salaries,advancement, tenure, and
workloads. Little attention has been
paid, however, to gender inequities
in university administration. Jane
Brindley and Phyllis Frick of
Athabasca University have under-
taken to address this issue in a re-
cently released report concerning
Gender Differences in Management:
A Study of Professional Staff in Re
gistrar’s Offices in Canadian
Universities (Athabasca University:
October, 1990).

Thereportdescribes the results of
a national survey conducted by
Brindley and Frick during 1989-90.
The subjects surveyed for the study
were registrarial professional staff in
Canadian universities as recorded in
the Association of Registrars of
Universities and Colleges of Canada
(ARUCC) membership list (1989).
Rather than trying to take a sample of
this population, all university staff
(332) who appeared on the list were
surveyed in an attempt to get the
widest possible representation of the
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various professional Ilevels,
organizational structures, sizes of in-
stitutions and regions. However, the
differences between colleges and
universitiesas working environments
may have imposed further variables
on an already complicated issue, so a
decision was made to survey only
university administrators for this
particular study.

Following a review of the litera-
ture regarding major factors which
affect therelative career development
of men and women, a survey form
was developed and mailed to indi-
viduals on the ARUCC membership
list. In addition to the data collected
from individual administrators,
institutional information was solicited
from registrars at 53 institutions by
means of a separate written survey
form. The purpose of this informa-
tion was to enable the authors to make
gender comparisons about career
advancement not solely based on
individual characteristics, but also on
institutional variables such as
different governance and
administrative structures, size of
department, and level of autonomy of
the department. This data allowed
comparisons to be made between the
genders using different variables such
as demographics, credential level,
salary, size of institution, and region.

It should be noted that the results
of this survey are based on a 57%re-
sponse rate, fairly high for surveys of
this type. All regions of Canada and

varying sizes of institutions were
well represented in the responses. As
well, the relative proportion of
women (63%) and men (37%) who
responded to the survey is fairly
similar to the proportion of women
and men surveyed who comprise the
registrarial professional staff in Ca-
nadian universities. The findings,
therefore, should be generalizable to
the total group surveyed.

GENERAL FINDINGS

The most striking differences be-
tween the men and women surveyed
were with regard to salaries, budget
authority, and representation in upper
level management positions.
Although there are many more
women professional staff thanmenin
registrar’s offices, there are far more
male registrars, and a far greater
proportion of male professionals with
substantial budget authority. More
than half of the female respondents
have no budget authority, while more
than half of the male respondents
have budget authority of $50,000 or
greater.

Overall, the male respondents are
betterqualified than the women. Only
1% of male respondents have less
than a Bachelor’s degree and 45%
have graduate degrees compared to
18% and 15% of womenrespectively.
It appears that men engaged in
registrarial work are muchmore likely
to begin their careers by entering
professional positions directly.



Jane Brindley

Although credentials may have
some small impact on salary level
when taken into consideration with
other variables, it does not appear that
they are important as asingle factorin
determining differences inlevel of
remuneration between men and
women. In fact, for men, educational
level does not seem to be a factor in
determining salary level. Similar
percentages of men (over 30%) at
both the bachelor’s and graduate
degree level make over $50,000 per
annum. For women, credentials
appear to have some bearing in
moving into higher salary levels.
Thereis ahigher percentage of women
with graduate degrees than with
bachelor’sdegees who earn more than
$50,000 (although the proportion is
still lower than the percentage of men
making over $50,000 at any educa-
tional level).

. Other factors such as mobility
and career development, aspirations
and confidence/optimism, hours
spent in child and home care as well
as other activities, and sources of
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influence on career deci-
sions, were also examined
and a number of very
interesting differences
between men and women
were identified.

REGISTRARS

Professional positions in
registrar’s offices require a
wide range of skills and
abilities, and some of the
discrepancies between the
genders which have been
identified might be explained
because men tend to be the
more senior professionals in
departments. Hence, the data from
those persons who listed their job title
as Registrar were analysed sepa-
rately to see if any distinct patterns
might emerge for this group. The
results of this part of the study are
reported here in some detail.

Only 24 out of a total of 61 regis-
trars responded to the survey. How-
ever, the gender breakdown of those
who responded is similar to that
amongthe 61 registrars, i.e. over 60%
are male. This figure is of note in
itself when compared to the gender
split among the total professional
staffrespondents. Althoughover 60%
of professional staff in registrar’s
offices are women, considerably
fewer than 40% of registrars are
women.

The majority of registrars who
responded to the survey fit the
following profile. They are male, 41
or older, married with one to three
children at home, and hold a graduate
degree. They have budget authority
in excess of $50,000, and have been
in their current position less than

5 years but with their current
institution more than 15 years. They
earn more than $55,000, and are
considering a long term career in
registrarial work. They have held up
to four different positions and had at
least two promotions. Almost 40%
has had only one employer while an-
other 40% has had two or three. Most
have not changed location more than
once. ‘

The female registrars tended to
be somewhat younger than their male
counterparts, and only 44% had
graduate degrees compared with 73%
of the male respondents. The majority
of the female respondents are single,
and they are more than twice as likely
as men to have no children in the
home. However, a good portion still
spend a considerable amount of time
engagedin home/child care activities.
Twenty-two percent of the women,
compared with 7% of the men, spend -
in excess of 20 hours per week in
home and child care.

Women are more likely to have
been in their current position a shorter
period of time (78% less than five
years), as well as having less time
with their current institution. They
also have held fewer positions, have
had fewer promotions and have had
fewer employers in fewer locations.
This lack of mobility does not appear
to be due strictly to the women being
younger than the men. Itmay suggest
that their careers were interrupted, a
point which needs further study.

Fully one-third of the women
registrars have no budget authority,
although the remaining two-thirds
have budget authority of more than
$50,000. The difference in budget
authority between male and female
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Phyllis Frick

registrars, although present, is much
less than for respondents as a whole.
Salary differences are more obvious.
Twenty-two per cent of the women,
and none of the men,; earn less than
$35,000. Forty-seven per cent of the
menand only 11 percent of the women
earn more than $65,000.

Women registrars are more likely
thanmen to aspire to higher positions,
and two-thirds of them believe the
job opportunities are there (a similar
proportion to the male respondents).
In substantially greater proportions
than men,women feel held back by
lack of qualifications, family/home
responsibilities and inability to move.
Interestingly, more male registrars
than female reported feeling held
back by reluctance to leave their in-
stitution, self-doubt and fear of risk.

Overall, women registrars, in
comparison withmen, reported being
more active in taking steps to further
their careers. Specifically, they re-
ported in far greater numbers than
men that they were acquiring
additional credentials, taking on extra
tasks and making useful contacts.
Male registrars reported taking on
volunteer work and discussingcareer
moves with their supervisor and
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colleagues in greater numbers than
did women.

All registrars are actively in-
volved in professional activities,
although men are much more likely
than women to give presentations and
slightly more likely to attend confer-
ences. Travel to conferences may be
associated with budget authority or
other financial considerations.

Womenregistrars are more likely
than men to have been encouraged to
apply for higher positions, and are
significantly more likely tohave been
encouraged by family and friends.
While only a very small proportion
of men have been discouraged from
applying for a higher position,one-
third of women have been, again by
family and friends.

The institutional data were re-
viewed to determine if there are
different characteristics to the institu-
tions/departments which have male
and female registrars. More than half
of the female registrars are in
institutions where the university op-
erating budget is less than $17M,
faculty and staff number fewer than
500 and there are fewer than 5,000
students. A similar proportion of male
registrars are in institutions where the
operating budget is $50M or more,
the number of faculty and staff
exceeds 1,000 and the number of stu-
dents exceeds 10,000.The majority
of male registrars have adepartmental
budget of $750,000 or more, while
the majority of female registrars have
a departmental budget of less than
$500,000. Male registrars have an
average staff size of 24 while female
registrars have an average staff size
of 8. The proportion of male and
female staff does not differ

significantly between male and fe-
male registrars.

It is not difficult to see that the
difference in salary levels between
male and female registrars is at least
partially accounted for in the size of
the department, the size of the operat-
ing budget, and the size of the univer-
sity in which they are registrars.
However, it does not seem to be an
accident that over half of the female
registrars work in smallerinstitutions.
The survey results seem to suggest
that women have a much greater
chance of being appointed registrarat
smaller institutions. It is quite
possible that in these smaller
institutions the responsibilities of
the registrar are perceived to be less
onerous than in a large university and
consequently the risk associated with
hiring a wornan may seem less. As
well, these institutions, depending
upon their location, may have more
difficulty in recruiting staff and may
be more willing, therefore, to hire a
woman. ‘

FURTHER STUDY

During this year, Brindley and
Frick are undertaking to obtain more
in depth information regarding the
factors that help or hinder a person
becoming a senior administrator, and
to determine if these factors are
different for men and for women.
They expect to report on this research
at ARUCC ’92 in Moncton, N.B.

NOTE: Copies of the October,
1990 report are available from
Marketing and Communications,
Athabasca University, Box 10,000,
Athabasca, Alberta, TOG 2R0
Phone: 403-675-6109. O



