
Noturc of Modern ny. 

Wab Sltas 

"Christian" Rock Music: Christian or Satanic? (1999, February 23). Dial-the-Truth 
Ministries. http://www.av1611 .org/crock/crock1 .html. 

"Christian" Rock Music: Christian or Satanic? (1999, February 20). Fundamental 
Evangelistic Association. http://www2.dynamite.eom.au/wayne/crock1 .htm. 

Church of Satan Youth Communique, Church of Satan. http://www.coscentral.net/ 
cos/home.html, March 18, 1999. 

www.hardradio.com/history. This website provides a very thorough history of 
heavy metal and its derivative subgenres of music. 

Is This Christian? (1999a, February 26). Dial-the-Truth Ministries. http://www. 
av1611.org/msmith1.html. 

Is This Christian? (1999b, February 26). Dial-the-Truth Ministries. http://www. 
av1611 .org/stryper4.html. 

Marrs, T. (1999, February 23). The Dragon's Hot Breath Unmasking the Awful 
Truth about "Christian" Rock Music. Dial-the-Truth Ministries. http://www. 
av1611.org/crock/crocmars.html. 

Noebel, D. A. (1999, February 23). Christian Rock: Paganism in the Church. Dial
the-Truth Ministries. http://www.av1611.org/crock/crocknob.html. 

www.riaa.com. This site allows a researcher to search by band or artist name 
and learn the sales level of all albums released. 

The Truth about Marilyn Manson. (1999, February 20). Christian Family Net
work. http://www.cfnweb.com/manson . 

Watkins, T. (1999, February 26). Christian Rock: Blessing or Blasphemy? Dial
the-Truth Ministries. http://av1611.org/crock.html. 

What about Soft-Rock Music Like Steve Greene and Twila Paris? (1999, February 
24). Dial-the-Truth Ministries. http://www.av1611.org/question/cqok.html. 

What to Do When Marilyn Manson Comes to Town . . . or Your Child's Bedroom. 
American Family Association. (1999, February 20). http://www.afa.net/alert/ 
marilyn_manson_report.htm#Part 3. 

6 

The Glass Ceilin 
Women in the Mu 

Industry 

Imagine an energetic young woman, fresh out of milt• 
job interview at a record label that has some of tlw m 
on its roster. As she enters the office of a senior vk 
hardly contain her excitement. She learned of n joh ODW1111111 

college friend, a young man recently hired in nn t•)( 

the label. The first question she hears is, "How f1111t 
though she is surprised at the question-she thought 
terviewing for an executive position like her mnlt• 
answers cordially, "My last typing score was HMy 
minute with two mistakes." "That's a little slow, mrn1t o 
here type at least seventy-five, but you'll be on tht• 11wltchboaM 
the time." 

Five minutes into the interview, she realized thl• Joh of "tQNlft•' 
sistant" for which she was interviewing was actually murh dlf,.,_. 
the job her college friend got. Ironically, his position hn11 th 
job title! This well-educated young industry hopeful knew 
choices: take the secretarial job, smile, and try to movt• u 
pany and recording industry; or ask why female "t•xt•t·utlv 
pected to start as receptionists whereas males aren't. Obvl 
chose the latter course of action, she would probably not 
job and would have an arduous task if she chose to fil•• 
crimination claim. 

Some women in the music industry have pointed out 
other industries have moved beyond the "good ol' boy11" IYlllffl 
ing, the music industry often acts as if it is above the law. 
gender bias described in the previous hypothetical situntlo 
record labels, music publishing companies, and other mu 



tinu•• 
'"nusc the industry con

n around for years. 

ARE WOMEN UNDERREPRESENTED IN THE MUSIC INDUSTRY? 

A population estimate released by the U.S. Census Bureau on June 1, 
1999, indicated that there are 133,230,000 males and 139,406,000 females 
in our country (www.census.gov). Women can, therefore, be considered 
the majority (51 percent) gender in the United States. That proportion is 
also true of undergraduate college enrollments. In addition, the average 
age for females in this country is almost thirty-eight, whereas for men it 
is thirty-five. It is intuitively logical, then, to expect females to be well 
represented in managerial positions in the business world. 

The proportion of females in the workforce has increased dramatically 
since 1940. Women represented one quarter of the workforce in 1940. By 
1997 women represented half of all persons employed in the United 
States (Smith and Bachu, 1997). The motivation behind the Family Med
ical Leave Act was to help companies retain more female employees after 
childbirth. Clearly, females are well represented· in the population of 
employees! If half the population of college-educated job seekers is fe
male, half the workforce is made up of women, and they tend to have 
longer professional lives than males, should we not expect parity in mid
and upper-level management? 

In order to determine if females are well represented in music industry 
occupations, one must look at different types of businesses such as record 
labels, publishing companies, artist management firms, and booking 
agencies. These types of companies tend to be clusters of "small busi
nesses," or divisions, often loosely aligned under a larger corporate um
brella. Because of the numerous autonomous divisions, these types of 
companies often do not have centralized human resources departments, 
or summary data, for all employees. Typically, they do not have the 
readily available data about the proportion of females in different levels 
of management such as a company like IBM, Ford Motor Company, or 
Prudential Insurance. Therefore, it is difficult to accurately define the 
number of females vis-a-vis males employed by record companies, pub
lishers, or other music business firms. Audio engineers and record pro
ducers, in contrast, tend to be freelance occupations that are even more 
difficult to analyze from a gender distribution standpoint. 

A glance through the employee roster of a record label usually reveals 
quite a few female employees. As one moves up the corporate ladder 
toward upper management, however, the gender pattern becomes decid
edly male. The 1999 Recording Industry Sourcebook, a directory of music 
industry personnel, lists seventy-two senior-level executives at major la-

nlor-level executive, in t1.•rm11 o 
search, was someone at a record company who was lis ted I\H hol 
title of chairperson, CEO, or president. In total, there wt•rt• nln 
persons, twenty-one CEOs, and forty-two presidents. Of thoNt' ...,..,. 
two senior-level label executives, there were thrc.-c fom 
chairperson and two presidents. In other words, this nn1,ly11I 
that 4 percent of the senior-level executives at major lol:wl11 w,• 

The Los Angeles Times list of pop music's "Top 40 JWoplo W 
shape the industry in the 90s and beyond" (The Top 40, IWfl) 
only one female. She was not one of the few female CE011 In th 
She was Madonna! Her industry "clout," according to th 
emanated from her ability to sell 500,000 copies of hc.•r boo 
week. 

The executive boardroom isn't the only place whc.•n• w 
for recognition in the recording industry. The likelihood 
ing hired as the audio engineer ("first engineer" or 

11
m 

a major label recording is probably the same as bcin~ 11tru 
The absence of females in engineering roles in thl' mu1til' lnduattv • -- , 
however, much different from the absence of fom,,I,• 
in general. Women account for only 8.5 percc.'nt o 
United States! Yet, with the large number of femalt.•!i lnvol 
technology-as performers who use synthesizers, ilmpl 
electronic gear-one would expect to see more wom,•n • nhtl'h\a 
of audio engineering. 

One frequently cited reason why females are not pro 
management positions is their lack of experience. All th 
females tend to have less work experience than their m• I 
because of child-rearing duties. For example, a woman with 
might have stopped working for a few years in ord,•r h 
children during their preschool years. After her last chit 
grade, she reentered the workforce. The males, against who 
now compete for promotions, have more on-the-job expl'ril'n 
does. 

Research conducted by the Population Division of thl' Len 
tends to refute the theory that childbearing causes diffcrl'ntlal ,,,,.,.,._. 
in women. About 60 percent of all women who discontlnu 
maternity reasons return to work within six months of glv 
their child. Amazingly, 60 percent also continue to work whU 
The Family Medical Leave Act has given added incentivl' 
"freeze" their job while on maternity leave (Smith and Bach 
is unlikely that the percentage of females who work throu 
pregnancy and then return to their careers will decrease In t 
able future. 



----wnn I f"nODl:"M:>DU-WOMEN FRl:flN INDUSTRY? 

Potential problems a woman faces in the music business begin with 
finding the job she really wants. This, the first big hurdle, requires that 
she resist any pressure to accept an "alternative" job instead of the one 
she is truly seeking. If she is one of the fortunate few who isn't steered 
away from the job she really wants and into a more "feminine" job, she 
might be hired. Next, she might encounter her second obstacle: an en
vironment that neither supports nor appreciates female employees. She 
may encounter an environment that is unpleasant for all "non-male" 
employees or for her in particular. She could even get the message, 
"You've come a long way baby ... now make us some coffee!" 

At the end of a productive day on the job, she might grab some sam
ples of upcoming album releases and take them home to play while she 
relaxes. If she's lucky, the albums won't include songs with titles like 
"Smack My Bitch Up," a song from British rock band Prodigy's album 
released by Maverick Records, Madonna's label, and distributed by War
ner Brothers. Unfortunately, it is likely that Madonna's label might make 
huge profits off that very type of music-music that creates a distinct 
feeling that women are, first and foremost, sexual objects. 

Recording industry firms are susceptible to sexist work environments 
that evolve as a result of the lyrical content of the music they sell. It is, 
obviously, difficult for many males to spend a lot of time working on 
recordings and videos that reduce the female image to a sexual object 
and not let that attitude carry over into their interpersonal relationships 
in the office. But the judicial system has made it clear that the respon
sibility for preventing what is termed a "hostile environment" for 
women in the workplace rests on the shoulders of the company as well 
as on those of the harassing individual. If a record company creates an 
atmosphere in which sexually explicit artwork is present, lyrics that den
igrate women are played in work areas, and jokes of a sexual nature are 
common, one might describe it as a "hostile environment" for women. 
Such an environment has been the basis for claims of sexual harass
ment in recent years in many different industries, including the music 
industry. 

Although the music industry has always offered a platform for social 
reform, it does not follow its own example. It seems sadly ironic that a 
large number of recording artists eagerly support social causes, such as 
shelters for battered women, yet work for record companies that are 
blatantly sexist in promoting music that refers to women as "bitches" 
and "whores." In her scathing indictment of the industry, Annie Fort 
(1992) asked, "Will all the artists performing at Farm Aid this year care 
as much about the secretaries who work at their labels as they do about 
farmers they have never met?" 

GENDER STEREOTYPING 

Females are, without a doubt, major consunwn1 o 
centage of recordings purchased by women has inrn•1, 
buy slightly more records (51.3 percent) than malt•H (WWW.IWIL4...3& 
In addition, female consumers buy a large pcrcl•nt,,Kl' of II 
by female artists. For example, performers such 1111 Jtwtl 
Lachlan, Sheryl Crow, Whitney Houston, Brandy, nnJ M 
form on many of the recordings bought by wum,•n ( 
women are active in the creation and consumption , 
then one might assume that females would b,• t•qu1,II 
in boardrooms of record labels. That assumption IN, how.wt. 
from the truth. 

An explanation of why there are fewer fcmnl,•11 In I 
in the industry might lie in gender stereotypinK, Ptrhlpl 
funneled into the types of jobs that seldom lt•ad to upmr-lavll 
ment promotions. Dyana Williams, president of thl' I 
ciation of African-American Musicians (IAAAM), 11h1t, 
"locked out of some jobs" in the music industry. Ace, 
"There are females in publicity and there arc a lot u 
there are few sales executives, audio engineers and productn, .. 
an example of a female friend who was pursuinK 1, j( 
vision of a record label. "My friend was steered away fr, 
it is considered a job for males-not females" (Willl&lml, l 

Why would females not be welcome in some d,•partmenllT 
Williams feels that sometimes male record label cmplo 
they don't want women to know about. At very lca11t1 NO 

their male clients would feel uncomfortable having wom 
certain times. It has been rumored, for example, that rl'co 
executives provide perks for radio program directors In o 
dio airplay for the label's records. Several current and fo 
executives, who spoke on the condition of anonymity, admlttad 
viding "adult entertainment" to radio executives on l' 

pressed about these activities, Williams (1999) stated, " 
promotion staff providing prostitutes and strippers for 
at conventions is not uncommon. This type of behavlo 
time!" 

A woman interviewed for a Los Angeles Times expo 
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Philips, 1991) told the journalists that she left her job in a promotion 
department because "she could not comfortably take men to strip joints!" 
A male promotion executive who has worked for major and independent 
record labels spoke candidly about the "sex for airplay" rumors. He 
asked to remain anonymous, but confirmed that promotion staff mem
bers often have an official hotel suite at conventions plus an unadvertised 
and confidential suite for special guests. The two types of special guests 
are men from radio stations and strippers or prostitutes hired by the 
label. "A stag party atmosphere, complete with booze and women, is 
offered to important radio contacts," he said. He also noted that though 
there is no overt agreement that the radio executives will play the label's 
records, the inference is there. The goal is to establish a "good buddy" 
relationship with key radio personnel. The presence of female promotion 
executives would, obviously, put a damper on the party. 

SEX DISCRIMINATION AND THE LAW 

Media coverage of sexual harassment in the music industry became so 
frequent in the 1990s that some people began to think it was a regular 
part of this quirky business. Some veteran executives-both males and 
females-go so far as to criticize females who file charges alleging sexual 
harassment or hiring discrimination. They defend unorthodox behavior 
by stating, "If you can't handle the environment of the music industry, 
then go work somewhere else." 

"It's no worse in the music industry than in other fields" is a common 
response to allegations of sexual harassment and employment discrimi
nation in the music industry. That line of defense attempts to explain 
gender bias as "human nature." Accusations of sexual harassment lev
eled at persons in high-profile positions such as senator, Supreme Court 
justice, and president have not resulted in substantial sanctions against 
harassers. The sexist behavior of powerful government figures sends a 
subtle message to other males: "Boys will be boys." Is such behavior 
simply a result of gender differences? Even if it is, sexual harassment is 
now considered totally inappropriate in the workplace, and laws have 
evolved to support that philosophy. 

The federal government has enacted laws that address the various 
types of discrimination that might confront women in any workplace. 
Sex discrimination is protected by Title VII of the Civil Rights Act of 
1964. Specifically, Section 703(a) of Title VII explains: "It shall be an un
lawful employment practice for an employer ... to fail or refuse to hire 
or to discharge any individual, or otherwise to discriminate against any 
individual with respect to his compensation, terms, conditions, or priv
ileges of employment, because of such individual's race, color, religion, 
sex, or national origin" (emphasis added). 



he number of legal actions dealing with discriminatory hiring pruc
tices evolved quickly after passage of the Civil Rights Act of 1964. Al
though most litigation tended to deal with racial discrimination, it 
established firm footing for gender-based lawsuits that followed. Th 
area of discrimination unique to treatment of females centered around 
the new concept of harassment in the working environment. To most 
high school-aged women, sexual harassment is an expression they un
derstand. To their grandmothers, however, it is a recent phenomenon. 

In order to further clarify its position on sexual harassment and to 
declare it a form of gender-based discrimination, the Equal Employment 
Opportunity Commission (EEOC) issued guidelines in 1980. In declaring 
sexual harassment to be a violation of the Civil Rights Act, the EEOC 
defined the circumstances under which an employer might be held liable 
for sexual harassment, what constitutes harassing behavior in the work
place, and steps an employer should take in order to prevent sexual 
harassment. 

In general terms, sexual harassment is unwanted or unwelcome con
duct of a sexual nature. An employee who willingly has an affair with 
a supervisor would have difficulty defending a claim of sexual harass
ment at a later date. If the sexual advances made by a supervisor were 
unwelcome, however, the employee might be able to establish a harass
ment claim. It should be noted that it is not uncommon for an employee, 
usually a female, to be coerced into having sex with a supervisor. The 
supervisory person has the power, but not the legal right, to fire or to 
retaliate in some other way against the harassed employee if she refuses 
to provide the sexual favors requested. Such sexual conduct obviously 
remains unwelcome and unwanted. 

The EEOC' s guidelines were subsequently reviewed and affirmed by 
a 1986 Supreme Court decision in Meritor Savings Bank v. Vinson (106 S. 
Ct. 2399, 40 EPD paragraph 36,159). An additional, and extremely im
portant, outcome of the case was recognition of two types of sexual ha
rassment by the judicial system. The most obvious form of harassment 
is referred to as "quid pro quo." This Latin expression basically means 
"something in exchange for something else." If an employer asks for, or 
merely infers, that sexual favors will result in some benefit or detriment 
to an employee's job status, then quid pro quo harassment has occurred. 
The second, and less obvious, form of harassment is called "hostile en
vironment" sexual harassment. If a woman is subjected to crude jokes, 
pornography being viewed in her presence, or sexually explicit music 
being played in the work area, then she may very well have grounds for 
a hostile environment harassment claim. The expression "hostile envi
ronment" infers an atmosphere of ongoing sexually oriented activities in 
one's place of work. 

A lawsuit filed against Price Waterhouse by Ann Hopkins, an accoun-



rnmittcc oppearcd to be influenced by gender sterc
typing. The Supreme Court agreed with Dr. Fiske. ln the course of 

reviewing the reasons for denial of her partnership application, Supreme 
Court Justice O'Connor concluded that Price Waterhouse "permitted ste
reotypical attitudes toward women to play a significant, though un
quantifiable, role in its decision not to invite her to become a partner" 
(Rothstein and Liebman, 1994). The lower-court trial judge noted that 
female candidates for partnership were viewed more favorably if they 
were perceived to be more feminine. He also noted that one partner said 
he would not support any women for partnership because "women were 
not even capable of functioning as senior managers (a level below part
ners)" (Price Waterhouse v. Hopkins, 1990). 

Ann Hopkins was ultimately awarded back pay of $371,175 and ad
mitted to partnership at Price Waterhouse. The most significant historical 
outcome of this case was the influence it had on the subsequent revisions 
of the Civil Rights Act. Debate over passage of the 1991 civil rights leg
islation made reference to legal issues presented in Price Waterhouse v. 
Hopkins. 

On November 21, 1991, President George Bush signed irtto law the 
1991 Civil Rights Act. The intent of the law was to update the existing 
Civil Rights Act. In doing so, Congress agreed to provide victims of civil 
rights violations the right to recover monetary damages. Specifically, a 
plaintiff could be awarded an amount of money that would compensate 
them for what was lost as a result of the discriminatory act. This award, 
called "compensatory damages," might include foregone salary or 
wages. In addition, for cases in which the actions of the employer were 
committed with "malice or with reckless indifference," the plaintiff can 
be awarded punitive damages. Punitive damages are intended to dis
courage the offending party from doing such a thing again (Civil Rights 
Act of 1991). 

HARASSMENT IN THE MUSIC WORKPLACE 

The last decade of the millennium might receive the dubious honor of 
being dubbed the "Decade of Sexual Harassment Claims." According to 
the American Management Association, "Between 1990 and 1996, the 
number of sexual harassment cases filed with federal and local agencies 
skyrocketed 150 percent, jumping from 6,127 to 15,342" (Reynolds, 1997). 
Although the exact number of claims filed by employees working in the 
music industry is not known, media coverage of such harassment cases 
exploded in the 1990s. 

In 1991 the Los Angeles Times published an in-depth story about com
plaints of sexual harassment in the music industry. The two investigative 
reporters who wrote the article, Laurie Becklund and Chuck Philips, re-

that during the previous eighteen months, h•nu,I 
three different record labels had filed harassmt•nt dm .. 
!rful male executives at each respective company. Th 
named in the three separate claims were all well known 
industry executives: Marko Babineau, former gcncr11 l mnn 
ubsidiary DGC Records; Mike Bone, former co-pn•Kld 

Records; and, Jeff Aldrich, former senior vice prt•i;ldt•nt u 
Records. At about the same time, Abe Somer, fornwr h 

partment at Mitchell, Silberberg & Knupp, a powt• 
law firm in Los Angeles, also was the target of Sl'Xlllll h 
by a former law clerk. 

Some of the women interviewed for the story dt'Hl 
vironments in which sexual harassment was blat,mtly 
joked about. The reporters learned of informnl rwtw 
women in the music business to warn one anotlwr nbuut 
watch out for. They called those males "bimbo hound-' 

Chuck Philips, the male reporter of the inwi;tl~ntlv 
to investigate and report on sexual harassml•nt In th 
over the next three and one-half years. Philips !ll'l'nwJ t 
a dirty little secret of the music industry: Frl'qut•nt lncldanll 
harassment perpetrated by specific executives nrt• ty 
throughout a company long before any formal wmpl 
few of the executives found to have committed Nt.•xunl 
not even fired. In fact, the females who lodged ('ompl 
times transferred to another area of the corporation whll 
fender remained in his job. Apparently, the record lnbtl 
moving harassed women to a different area was tht• nooroariall 
deal with the problem. 

As a result of Philips' relentless efforts to detl'rmln 
sexual harassment was in the music industry, othcr ml', 

topic. Billboard magazine published an article that cundu 
of selected female and male executives. ABC-TV's Prim 
duced an investigative report that aired on national tclevl1I 
say that Chuck Philips was responsible for bringing i;exu 
in the music industry to a national forum. 

Finding information about past incidents of sexual h 
music industry is quite difficult. When faced with lawsu 
to have a good chance of winning in court, music industry 
settle out of court. But in order to receive the cash settlanmnL 
plaintiffs must agree not to discuss the case or the settl 
one. In rare instances, though, the plaintiff and her legal coUNII 
settlement offers and proceed to a civil trial. 

Penny Muck, who has been referred to as the "Anit 
Industry" (Philips, 1992), filed a multi-million-dollar lawsuit 



mpany, MCA, over allegations of sexual 
s, Marko Babineau, former general man

ager of Geffen Records' DGC label. Although Muck initially refused to 
talk to the press about her charges, she eventually agreed to an extended 
interview with the Los Angeles Times. Her graphic description of Babi
neau's outrageously disgusting behavior prompted numerous other 
women to give anonymous reports of sexual harassment to the media. 

Muck had worked in the music business for eight years, the last two 
as secretary to Babineau. In her lawsuit Muck alleged that Babineau had 
fondled her breasts and buttocks. As his behavior grew progressively 
more repulsive, he began occasionally to masturbate in front of her and 
two other female employees over a two-month period. His behavior was 
so bizarre that she feared no one would believe her if she reported it. 
"After he ejaculated, it was so weird. Like something out of Dr. Jekyll 
and Mr. Hyde. He just walks back into his office and it's like business 
as usual" (Philips, 1992, p. 1). 

Geffen Records' response to Babineau's behavior was, amazingly 
enough, just as bizarre. Sources at Geffen told reporters that Babineau 
had sexually harassed other female employees as far back-as 1984, when 
he became head of promotion at Geffen. Prior to Muck's complaint, two 
other women had been transferred to other departments when they com
plained about him. Babineau's punishment at the time? He was pro
moted to general manager of Geffen's newly formed DGC label when 
Geffen Records was sold to MCA in 1990! 

Penny Muck settled her lawsuit for assault, battery, and sexual ha
rassment against Geffen Records for over $500,000 according to anony
mous sources interviewed by the Los Angeles Times in 1995 (Philips, 1995). 
A second sexual harassment case against Babineau, filed a year after 
Muck's, was settled for $100,000. Although Muck was prepared to be 
ostracized from the music industry, she found an excellent job as the 
West Coast representative for an artist management firm. 

Not all print media saw the Peggy Muck incident as a symptom of a 
greater problem worth pursuing aggressively. An article by Chris Morris 
and Phyllis Stark (1991) in Billboard seemed to sugar-coat the issue of 
sexual harassment in typical showbiz style. Although the article cited 
quotations from female victims that read like indictments of the music 
industry in general, the journalists apparently felt a need to cushion 
those revelations with their version of "boys will be boys." Morris and 
Stark generalized, "Many observers believe that, while sexual harass
ment does take place within the music industry, it is no more prevalent 
there than in any other sector of American business." They seemed to 
echo Irving Azoff, president of Giant Records, who responded to the Los 
Angeles Times article by saying, "I'm astounded that they chose to limit 
the story to the record business. As usual, the record business is low 

le, and we get hit first." But tlw ultlmnt 
the-sand award goes to Sammy Haga r, of the group Vnn 11 
gave his true feelings about sexual harassment in tht• mu1d 
during a backstage interview. Hagar told a reporter, "l'1m 
'em? They hire fine secretaries, then harass 'em. It's n mnn'• n■ruM. 
sorry" (Willman, 1992). 

Perhaps the saddest epilogue to the 1991 Los A11,i,:1•I 
would be a status report on the three record label cxt•rutlv 
rassing actions were the focus of the article. After lcnvin 
in the shadow of sexual harassment charges, Babint•11u , 
pendent record promotion company, MJB & Associllh•M. U 
as an independent promoter were allegedly record!'! rt•l 
Records and Radio Active Records, two labels distrlbut 
leaving RCA with a presumably lucrative cash sc.•ttlt•m 
began to freelance as an A&R talent scout. RCA hin•d h 
later to work for them as a consultant. After leavln~ h1l11n 
Bone was hired by Def American Records, a Time.• W 
Bone was hired in spite of protests from several of Dl'f Am•rlean'I 
female employees. 

EQUAL PRY 

Even though many women are able to find tht• job th, 
industry and endure nonsupportive work environml•nt: 
faced with discrimination in the form of the pay thl'Y n,a,lv•. 
general suspicion among women that men earn mort• m 
essentially the same work as their female counterpart 
dustry. It is difficult to conduct salary equity studlt•: 
industry because most firms are tight-lipped about any p.,rllOIUWI 
mation. Therefore, reviewing national data for all typl'!I o 
is currently our only alternative. 

Because it is a less obvious, but a nonetheless painful, 
women in the workplace, salary disparity is often ovl'rloo 
music industry companies are asked about gender issue!I, th 
point to the number of females in their "workforce" and pl't'IMfflt 
tively impressive statistics for percentages of female!! hi 
years. Unfortunately, the number or percentage of fomal 
does not answer the important question, Are women paid 
alent salaries? If women are locked-out of upper-level po 
music industry, one would expect average pay for males t, 
of females. If women are pigeon-holed into vocational spl-clalt 
low paying, it is likely that average earnings for women 
the music industry are even lower than those of females In < 
tries. 



ne would expect that after almost twenty-five years of living under 
the Civil Rights Act, American women would enjoy salary equity. Un
fortunately, the disparity in pay between men and women is quite pro
nounced. In 1998 the median weekly earnings of females working full 
time were $456, whereas their male counterparts earned $598 (Monthly 
Labor Review, 1999). Those data translate to women earning 76 percent 
of what males do. 

When the variable "ethnicity" is entered into the equation, the com
parison is even less equitable. African American males earned $468 per 
week; black females earned $400. Clearly, females, and especially 
African-American females, are still fighting for pay equity in the work
place. This unfortunate phenomenon might be explained by the low 
percentage of African American females in senior-level positions. The 
combination of historical discrimination against African Americans plus 
gender discrimination puts female minorities in the "most underrepre
sented" category of the national workforce. 

Dyana Williams, president of IAAAM, points to the need for a study 
of African American women in the music industry. "How~many African 
American females head a record label? How many engineers or produc
ers are African American females?" asks Williams. Dyana often speaks 
to young African American women who aspire to leadership roles in the 
music industry. She emphasizes the importance of being prepared 
through education and networking. She asks, "Is it a coincidence that 
Sylvia Rhone, who is African American, studied business at the Wharton 
School of Business and later became the only female to assume the role 
of label chairperson?" She concludes, "Be informed; knowledge is 
power" (Williams, 1999). 

There is a glimmer of hope for the younger generations of females 
entering the workforce. Women's average earnings, as a ratio of males' 
earnings, appear to be changing for the better with each emerging gen
eration. When the population of working women was divided into three 
age groups (25-34, 35-44 and 45-64), the youngest group faired much 
better than the other two. The youngest group of females with bachelor's 
degrees in accounting earned 91 percent of what comparable males 
earned; the older groups earned 80 percent and 64 percent respectively. 
The youngest group with bachelor's degrees in business earned 86 per
cent of what their male counterparts earned. The other groups earned 
77 percent and 66 percent. One might conclude that the struggle for 
salary equity is making incremental gains with each successive genera
tion of educated females. 

A SUCCESS STORY 

In spite of the numerous obstacles that face women who struggle for 
recognition in the music industry, some women have won the battle for 

llCCess. Because it is difficult, and not 
to the head of a music industry organization, succt'H1'ful wn 
lives shine like beacons of hope for others on thdr wny to th 
h•male, Frances Preston, patiently rose from secretnry·n'l't'pt 
of the most powerful and influential executives in tlw lndu1t 
fl•rnale executive, Sylvia Rhone, not only asccndl1d to tht• h 
record label but also promoted other women to ll1,,dl1rMhl 
her organization. Their success stories should s1.•rvl' itN mntlvallal 
other women climbing corporate ladders in tlw mu 
must ask, "Why have these women succeeded wh•• 
haven't?" 

1ne of the brightest beacons in the music industry 
Preston, president and CEO of Broadcast Music hworpo 
organization that Preston runs is a performanCl' riKht 
represents thousands of songwriters and publishl1rs nn 
rom TV, radio, and live music performances that u 

BMI songwriters. Because the slightest advers1.• chnn 
:ould have devastating effects on songwriters and 
maintains a close liaison with representatives of tht• t 
lo keep track of legislative action. In the courst.• of 
with a famous rock songwriter in the morning nnd 
in the afternoon. She might consider running for a n 
ice, as many people have predicted, if she weren't hav 

nt her current job! 
Unlike many of her male counterparts, Frances Pr•• 

bottom of the corporate food chain. She started 
worked her way up to a secretarial position. She jokl• 
typing skills when she joined BMI, but her communkat 
her obvious asset. Her Ghandi-like persistence to ~n 
dominated ivory tower of music industry leadership w 

reatest asset. In 1986 she was promoted to the top manag~ment 
at BMI, a role that requires her to maintain dual residcnCl'H, w 
in New York and another in Nashville. 

During her thirty-year rise from receptionist to one of th 
erful people in the music industry, Preston has had her sh 
with the male power structure. "In the old days, guys woul 
ule meetings at clubs that didn't allow women," sh 
ips, 1993). Once again her persistence and patience paid o ... 
first female admitted to the Friars Club in New York. A 
dominated organization she joined was the Country Musi 
(CMA), headquartered in Nashville. She is now one of onl 
who have been awarded the honor of being "Lifetime Dl~toN" 
CMA. 

Although Preston is best known for her executive skills, h 
ing legacy will likely be a result of her philanthropic work. 
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TOPICS FOR DISCUSSION 

I . Females are typically underrepresented in record litl 
as sales, promotion, and A&R. Do you think thlH on·u 
jobs in these areas don't appeal to women? Or iH K''" 
tion preventing them from getting entry-level johN In 
positions? 

Females tend to score higher than their male count1• 
bal sections of college entrance exams. There Ii; 11 I 
females in publicity jobs at record companit•s; how,,v 
are usually lower-paying positions than otht•r Jlvl 
bels. Do you think women are encouraged to nppl 
and discouraged from others? Or do you think ft, 
to publicity because of the writing skills rt•,1uirnd 
because women accept lower salaries? 

It is likely that many women experience sexunl h 
workplace but do not report it. Should women ht• 
port sexual harassment in the workplace, even if dol 
rificing a good job? Do you think that senior-lt•wl t•,c 

tendency to ignore sexual harassment complaintH? Do 
ual harassment is more prevalent in the music induNt 
industries such as banking or insurance? 

. The common remark made to women who report !lt.!)(U 

is, "This is the way the music industry is. If you can't t 
ronment, then get out of this business." Do you think th 
to that argument? What, if anything, might be dont• to ch 
ance of sexual harassment in the music industry? 

5. Frances Preston has been described as the "most succc11 
the music industry." How did her career path diffcr fro 
male counterparts? What things did she do to succccd 
other women failed while she succeeded? 
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