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This is the first issue of the newsletter for Women in Atmospheric Sciences
(WIAS) in the Colorado front range region. The history of this organization and a
description of its aspirations are discussed in the first article. The purpose of
the newsletter is to inform WIAS members of upcoming events as well as to provide
summaries of past meetings for members who weren't able to attend. In addition, the
newsletter will feature annnouncements (meetings, jobs, fellowships, etc.) and
special articles of interest to members (e.g., the article on the NCAR parental
leave policy in this issue). We hope to produce a newsletter approximately four
times per year. Input of items to be included in future newsletters - especially any
announcements - will be gratefully accepted. Contact Barb Brown at 497-1607 or
449-7407 for more information about WIAS or the newsletter. Items for the newsletter
can be sent to Barb at NCAR (PO Box 3000, Boulder, CO 80307).

BIRTH OF AN ORGANIZATION:
HISTORY AND ASPIRATIONS OF WIAS

by Farn Parungo

Boulder has been known as the Mecca of the atmospheric sciences because within
the city limit there are the National Oceanic and Atmospheric Administration (NOAA),
the National Center for Atmospheric Research (NCAR), the University of Colorado
(CU), and the Cooperative Institute for Research in Environmental Sciences (CIRES).
The number of scientists and engineers engaging in atmospheric research in this area
has exceeded one thousand. However, the number of women scientists in the field, in
this area, is less than one hundred. The reasons for such low representation are
multiple and profound: for example, the lack of female role models; the low
percentage of female graduates from science and engineering departments; many girls
are not interested in science and mathematics; the apparent lack of a future in
science, even with a lot of hard work; the absence of adequate policies to assist
working mothers; and the existence of sexual discrimination (often subtle) in the
workplace.

Over the past decades women have made remarkable advances in fields such as
politics, law, business, and medicine. Their lack of progress in atmospheric
sciences has caused concern in the community of women atmospheric scientists. To
help break through some of the apparent barriers, a group of local scientists
initiated the organization, "Women in Atmospheric Sciences" (WIAS) (affectionately
known as "AtmosFems"). The purposes of this organization are to form a basis for
support, role models, communication, and collaboration among women working in the
field of atmospheric sciences; to collectively seek improvements for women employees
in their institutions; and to inspire young women to pursue a career in the
atmospheric sciences. The organization has reached out to women scientists and
engineers in many agencies, universities, and private organizations along the
Colorado Front Range. Women students are especially encouraged to participate in the
organization' s activities.

During the last few months of 1990, the "founding members" of WIAS met many
times to discuss the structure and functions of the organization. For this year,
Cecilia Griffith, Barbara Brown, and Linda Mearns have agreed to jointly coordinate
the meetings and to oversee all activities. A voluntary steering committee of about
15 members meets as often as needed to set the agendas of various activities.
General WIAS meetings including all members, and anyone interested, meet



approximately every other month. Three functioning committees - Issues and Actions,
Outreach and Communication, Support and Collaboration - will coordinate special
projects and activities. In addition, special programs (e.g., study groups) will be
organized as desired by any members.

The first general WIAS meeting took place on 6 September 1990 at NCAR. It was
an enthusiastic tea-and-sympathy gathering. We tried to identify our mutual
interests and common problems. The second assembly was held on 11 October 1990 at
NOAA. It was a get-acquainted meeting: the highlight was self-introduction of
individual members. The third gathering was a potluck dinner at NCAR on 15 November
where we considered topics for future programs (see meeting summary later in this
newsletter). The most recent meeting took place on 29 January 1991, a panel
discussion on "Maintaining Humanity in Science" (see meeting summary at the end of
this newsletter). Another activity that is underway, directed by the Issues and
Action Committee, is a survey of women scientists in the Colorado Front Range
region.

STATISTICS ON SALARY LEVELS OF WOMEN AT
NOAA'S ENVIRONMENTAL RESEARCH LABORATORIES

by Farn Parungo

Note: This is the first in a series of articles on the salaries and "grade" levels of women scientists in the
Colorado Front Range region. Future articles will consider similar statistics from NCAR, the University
of Colorado, and NIST.

The following statistics were extracted from the 1989 NOAA/OAR Affirmative
Employment Program Report. Some records were provided by Ms. Georgia Madrid,
NOAA/ERL Equal Employment Opportunity (EEO) Office.

Among 926 employees in NOAA/OAR, 547 are professional, the rest are
administrative, technical, clerical, blue collar, and other. In the Boulder
Environmental Research Laboratories, there are 217 professionals and 28 are women.
Women currently represent 13% of the total number of professional staff. The
distributions of total ERL professionals and women professionals among government
service (GS) grades are shown in Figure 1. For both men and women professionals, the
median grade appears to be GS 13. However, the percentage of women professionals in
each grade decreases with higher grades, as shown in Figure 2. At GS 7, with an
annual salary of $24,000, 50% of the professionals are women. At GS 15, with an
average salary of $70,000, only 5% are women. No women are at the Executive Service
(ES) or Scientific Technical (ST) levels where average salaries are $87,000 and
$138,900, respectively. Consequently, the average salary for professional women is
$46,000, whereas for professional men it is $55,000.

Figure 3 shows that the percentage of total employees who are women has
increased slightly, from 20% to 24%, during the past 15 years. The available records
also show that the percentage of women professionals has decreased for the last
three years, from 18% to 13%. As concluded in the NOAA/OAR/ERL/EEO report, there is
a manifest imbalance of black women, Hispanic women, Asian women, and non-minority
women in the professional series.
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Figure 3. Percentage of total employees (solid line) who are women and percentage
of professional employees (dashed line) who are women, versus year.

FAMILY LEAVE POLICIES RECOMMENDED FOR NCAR

by Mary Downton

Suggestions for a new family leave policy for NCAR/UCAR have been presented to
NCAR Director Robert Serafin by three women scientists, representing a larger group
from the scientific staff. Beth Holland, Linda Mearns, and Kathleen Miller met with
Serafin and NCAR's Assistant Director Peter Gilman on November 18 to explain staff
concerns about the lack of an explicit parental leave policy and to present a
memorandum containing recommendations for such a policy.

The memorandum, addressed to both Serafin and UCAR Director Richard Anthes,
pointed out the changing nature of the scientific workforce, with increasing numbers
of women scientists and two-career and single-parent families. It summarized the
parental leave and child-care policies of a number of comparable employers and the
policies recommended by the American Association of University Professors. It made
the following recommendations:

(1) UCAR/NCAR should clarify and improve its parental and personal leave
policies. Current policy is confusing and is interpreted differently for different
employees. Clarification is needed to correct inequities and provide guidance for
supervisors.

(2) UCAR/NCAR should make its informal policies about flexibility more
explicit. Flexibility in work schedules, place of work, and transitional periods of
part-time work is suggested.
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(3) UCAR/NCAR should create a Council on Family and Work. This group would
explore employee needs and suggest policies related to work and family issues. In
addition to considering the proposed parental leave policies, it should explore the
possibility of on-site child care or joint sponsorship of a child care facility with
other comparable employers.

(4) UCAR/NCAR should adopt a statement of principle dealing with the relation
between work and personal life.

An example of possible family leave policies for UCAR/NCAR was offered. Some
suggested provisions were:

(1) Pregnancy, childbirth or adoption leave, available to both men and women,
of up to 6 months using accrued sick leave and vacation leave on either a full-time
or part-time basis.

(2) Dependent-care leave without pay of up to 12 months for purposes of caring
for children under the age of six or for sick or disabled members of the immediate
family, either full-time or involving a reduced load at reduced pay. If the needs
of the work unit do not allow reduced loads, provision could be made for work at
home or flexible scheduling.

(3) Promotion ladder timeout, allowing that family leave taken would not be
counted as part of the term of appointment or period of review of scientists.

(4) Advanced sick leave, to be charged against future sick leave credits, for
employees who have not accrued the amount of sick and vacation leave specified in
item (1).

Serafin has referred the memo to Human Resources Director Valerie Friesen for
review and comment. According to Friesen, her office is currently investigating
eldercare and child care assistance services. As of January 1, 1991, NCAR/UCAR
benefits have been extended to employees who work less than half-time. The Human
Resources office has already committed to develop a flexible work alternatives
policy, but pressures of other priorities have delayed that effort.

Friesen points out that an increase in the use of extended sick leave could be
expensive, especially if people need to be temporarily replaced. In general, NCAR
employees do not use much of their sick leave.

In January, 1991, the UCAR Board of Trustees adopted a new benefits policy,
which seeks to keep UCAR beneifts roughly equivalent to the median benefits level
of comparable employers in industry, government laboratories, and universities.
Changes in benefits require a survey of UCAR member universities and national
industry. Friesen expects to soon begin such a survey of the leave policies of other
employers, after which recommendations will be made to UCAR and NCAR management
about how to proceed.

NEWS AND NOTES

The next WIAS meeting will take place at 7:30 p.m. on Thursday 7 March at NOAA
Research Laboratory 3, Room 620. The topic will be a panel discussion of the
problems (and benefits) faced by two-career couples. Four couples representing a
variety of situations will share their experiences to stimulate the discussion. Men
who are interested in this topic are invited to attend.

Pat Bornmann is putting together a directory of WIAS members. To be included in the
directory (and to receive future announcements and newsletters) you must fill out
and return the form included with the most recent meeting announcement. If you don't
have the form give Pat a call at 497-3532.

Some of us made an effort to gather women together for meals at the AMS Annual
Meeting in New Orleans in January. We were partially successful, with a total of 11
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women gathering at one or more of three meals. The main difficulty was notifying
women who might be interested (we used the meeting bulletin board). All of the women
were very enthusiastic when they heard about WIAS activities in Boulder/Denver. We
recommend that a formal mechanism (e.g., an announcement in the meeting program)
be found to bring women together at future AMS meetings.

Colleen Roehl (NCAR; 497-1490) is looking for leads on postdocs or jobs in
atmospheric chemistry. She expects to be finishing her Ph.D. in June.

SUMMARY OF THE 15 NOVEMBER 1990 MEETING

by Janet Intrieri

1. Dinner/Social.

The potluck dinner was a smashing success and I'd like to extend my personal
thanks to the spinach quiche and flan makers and especially those who organized
the drinks, accessories, and clean-up details. After dinner new people
introductions were made, followed by the business meeting.

2. Business Meeting.

a. Directory - Pat Bornmann agreed to take it on.

b. Newsletter - All agreed this is not only the best way to keep in contact for
those not able to attend the meetings but also to post events, grant
opportunities, conferences, workshops, etc. Volunteers are still needed to
work on this.

c. Functioning committees - Sign-up sheets were available for each committee with
the goal of having 1 lead person per committee to keep the information
flowing. The committees are as follows...

Outreach - presenting women in the sciences to the commmunity, schools,
etc.

Issues and action - keeping involvement with current issues such as child
care.

Support and collaboration - support group and system for women to develop
collaborations.

Steering committee - works out details for the meetings, etc.

d. Reports from Functioning Committees.

Formulation of the NCAR Parental Leave Policy.

A memo detailing suggestions for a new leave policy, formulated by a group
of NCAR women scientists, was described by Mary Downton and Kathleen
Miller. The memo was developed to present policy suggestions to the UCAR
Trustees' personnel committee. It was presented first to the NCAR director
and assistant director who felt that this was not the proper procedure or
channel. They sent the memo to Valerie Friesen, head of the NCAR office of
human resources. The new policy highlights are described in an earlier
article in this issue of the newsletter.

e. Reports from Special Projects

1. Survey.
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Farn Parungo is heading this project and she handed out a sample survey in
order to solicit suggestions and comments for the final draft. Discussion
of a male survey to provide counterpart information was discussed and
tabled for further discussion at the next meeting.

2. Special Activity Groups.

Start-up of a Feminism and Philosophy of Science Group is planned with a
preliminary meeting to be held in January. Linda Mearns is rounding up this
group.

f. Positions available on the AMS Board on Women and Minorities was announced
by Cecilia Griffith.

3. Discussion of Topics for Future Meetings

The attendees chose "How to Maintain Integrity and Avoid being Co-opted by a
Male System" as the topic for the January meeting.

SUMMARY OF WIAS MEETING OF 29 JANUARY 1991:
"MAINTAINING HUMANITY IN SCIENCE"

by Barbara Brown

This meeting took place at noon at RL3; because of limited time, we did not
have a business meeting but leapt right into the topic. The discussion was organized
around the comments of five panelists: Pat Bornmann (Solar Environment Laboratory,
NOAA), Cecilia Girz Griffith (Forecast Systems Laboratory, NOAA), Linda Mearns
(NCAR), Farn Parungo (Air Resources Laboratory, NOAA), and Cecile Penland
(Cooperative Institute for Research in Environmental Sciences, Univeristy of
Colorado). A general discussion followed comments of all the panelists. In this
summary, discussion has been organized according to topic.

The general topic for the panel concerned the need to maintain personal
integrity in making day-to-day and long-term choices in jobs and careers. The topic
was approached from varying directions by the panelists.

Farn Parungo provided a general view of the situation facing women scientists,
and particularly the many roles that women scientists are expected to play. These
roles include being scientists, human beings, and women. We want to be successful
in all of these roles, and we should be able to be. We should be able to make the
choices we want, including being able to move into management, do research, work
part time, and so on. To allow such choices, it is necessary for employees to be
treated as individuals. During the discussion one audience participant asked if
things have changed for women scientists over the years since Farn started out. Farn
indicated she believes that the workplace has changed very much in the last
generation.

The idea that individuals should be able to (and should) express important
emotions in the work place was expressed by Cecile Penland. Personal losses affect
work - in both positive and negative ways (positive in that work may become an
escape and thus be very productive). It should be the norm that emotions such as
grief can be expressed to co-workers; being forced to suppress such important
feelings is a human rights abuse. Group discussion concluded that expression of
emotion in the office is a difficult issue. However, human interaction - such as
takes place in an office - is in the realm of the emotional. Some participants
suggested that in some cases emotions should be controlled; sometimes losing control
of emotions can mean losing control of a situation. However, sometimes anger can be
ok. A number of participants agreed that a way to handle emotions, particularly
anger, is to turn them into humor; there is a lot of power in humor. However, others
suggested that we need the freedom to lose control, to fail our expectations of
ourselves sometimes.
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Cecilia Griffith suggested that perhaps a basic issue - for her, and as
expressed by the other panelists - is maintaining balance. As a manager it is
necessary to find a balance between cooperation and competitiveness. When queried
about why competitiveness is necessary, Cecilia said that she didn't mean individual
competitiveness. As a manager, competitiveness is necessary for achievement as a
group.

A basic problem that women face in becoming scientists is the lack of a role
model. Traditionally, men have been scientists, not women. Pat Bornmann noted that
women have to learn how to fit into the male system in science since they were not
brought up in the same way, with the same background and rules of interaction. As
an example, women seem to have trouble saying no to additional tasks that are asked
of them, and seem to feel the need to try to make everyone happy and cooperative
with each other. Audience participants pointed out that in many cases women are
expected to provide the "human feeling" in an office, including doing such things
as planning office parties and serving on committees that have no scientific
substance.

Linda Mearns suggested that as you progress in science, you learn behaviors
that are needed to be successful. For example, the ability to frequently interrupt
in a meeting or conversation can be a source of power. Is it possible to get into
a position of power - using some of these "power" techniques - and then use the
position to make changes? Or will you end up "changed" or co-opted by the system?
How can you get into a position to make changes while maintaining humanity? Another
example is the situation in which an individual's idea is presented in a group
meeting, the idea is ignored, and later is presented by another individual in the
group as "his' own and is accepted as a "great" idea. Does this situation occur more
frequently for women than for men? Does it happen for more passive male scientists?
Much discussion on these questions revealed varying viewpoints. One person mentioned
that studies have shown that in group situations women speak less and that when
women speak men often will leave the situation. Another person suggested that
speaking styles can lead to different interpretations and reactions. Some women in
the group agreed that in a meeting situation, even quiet men will be treated
differently than women. However, it was pointed out that running a meeting can give
a woman the power to change the way it is done, to keep the meeting situation from
"running away." Another person suggested that unfortunately in most meetings the
person running it calls on people he or she knows - usually men.

Near the end of the meeting, some women expressed the opinion that they had not
experienced any special problems in their career related to being a woman and that
they had not felt the need for compromise. Further discussion revealed that at least
in some cases there may be no special problems associated with being a woman
scientist - as long as there aren't any competing pressures. However, when it is
necessary to deal with other choices or roles, such as being a mother, many problems
can surface. It is difficult - or impossible - to perform at a 100% level in all
roles.
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