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The Committee to Review the Status of Minority Students in Yala Collepe was
appointed by Dean Taft in the spring of 1976. The members were!

Robert A. Pahl, Chairman, Sterling Professor of Tolitical Science

Yolanda V. Gonzalez, Secretary, Asslstant Dean of ?ale College

Isabel Darrarza, '78 Davenport Collepe

Richard Chanp, Assoceiate Professor of Inglneering and Applied.Science

John B. Childs, Assisrant Trefessor of Afro-American Studies and Anthropologyl

Claudia Emanuel, '79 Trumbull Collegel

Rowens Estrada, '77 8illiman College

Isabel Gunning, '77 Calhoun College

Marnesba M. Uill, Associate Dean for Student Affairs

Carlos Hertas, Dean of Branford Collepe and Assistant Professor of Spanish

Unjeria Jackson, '77 Timothy Dwight Collepe

Jacqueline W. Mintz, Associate Provost]

Nydiz Padilla, '78 Branford College“

bieter Soll, Breofessor of Holecular Biophysics and Blochenistry and Director

of Craduate Studies

lorace D. Taft, Dean of Yale Gollege and Professor of Physics

[Lloyd Suttle, Assccilate directer, pffice of Institutional Research?]

in his letter inviting wmenbers to serve, Dean Taft asked the Committee to
inquite inte & comprehensive set of issues--currlculum, teachi?g effectiveness,

. . . ’
transitioun programs, Freshman Year, residential aad social arrangements, SUppoTt

lReplacing Hardy Frye, Lecturct in Sociclogy and Afro-American Studies, who was
on leave during 1976-77.

2Appainted in February, 1977.
3g. Hintz lefrt the University in June, 1976 and was not replaced on the Conmittee.
4Replacing Caxlos da Jesus, '7% Branford College.

snlthaugh nuot a member, Mr. Suttle was invited by the Committee to attend from
October onward and to participate in all the deliberarions.
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services, recruitment and uvtilization of miperity faculty, financial aid, and
admissions policy and practice. (A copy of Dean Tafe's letter is appended to this
report.)'

The committee met several ;imes in the spring of 1976 and weekly from Septem
ber 1976 to February of this year, when memb;rs began to meet in sub-committees
in order to drafc this report, To assist the committee, & number of people were

invited to participate in the rmeoetlings.*

In additlon, Dean Gonzalez and Dean Hill reported on the results of inquiries
te a number of colleges about specific programs that nmight be relevant to our
deliberations. Mr, Suttle and the Office of Institutlonal Research provided
the comﬁittee with an extensive array of tables on admissions, test scores,
grades, wirhdrawals and the like.

Problems of Definition and Counting

The term "minority" student 1s of course rather ambiguous, and it 1s not
ordinarily taken to mean today what it might have meant a generation age. [llow—
ever, It is obvious that In a college wvhere the preponderant majerity of students
come from white, rTelatively weli—off, middle or upperclass American families
and falr to excellent schools, students who differ mast from this prevailiﬁg
pattern are likely to cenfroar special problems, particularly 1f they also come
from racial, ethnic or cultural groups that have historically been and continue
to be subject to greate? poverty, discrimination, linguistic differences, and
limitations on educational opportunities. He‘have, therefore, interpreted
minority to mean Blacks, Puerto Ricans, Chicanos, Asian Americanz, and Native

Americans (American Indlans)., We excluded foreign students from our purview,

However, our classification is blurred both conceptually and in cur data by

*A list 15 included in the appendix.
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the prescnce of some Mexfcan nationals who have received a substantial part

of thelr schooling in this country and for all practical purpo;es are scarcely
distinguishable from Chicanos, even in their own self-identification. A few
Aslan nationals may also fall into this blurred area. The data may also be a
bir mushy because the figures reét mainly on some form of self-ideﬁtification.
our intention is nonetheless to speak to the problems of American mingrity
students as we have defined them.

By "students" we mean only these in Yale College. We have not. tried to
deal with the problems minarity students may confront in the graduate and
professional schools, Although these may be seéious, to include them would
have made our task unmanagenble_.6

Because of problems of definition and data, estimates of tﬂe precise
numbers of minority students in Yale College, and all other statistics de-
pending on these estimates, are subjcct to some errer. In pﬁrticular, we know
that some minority students have chosen, for whatever reasom, tot to identify
thenselves as such: thus our statistics consistently underestimate the number
of minority students in Yale College. While there is no way to tell exactly
how far off our figures are, we think the error is quite small=~small enough sco
that it can be safely ignored.

Teble i1 shows the number of applicants, admissions, and m@tticulants for
minorities, foreign students, aﬁ& white (or "majority") American stude;ts in
the Classes of '75 through '80. Table 2 shows comparable figures for the
largest minority, Blacks, back to the Class of 64,

[Table 1 and 2 here)

6In February, 1977, Dean Pelikan appointed a committee 1n the Graduate School,
chaived by Dean Mau, te moke a comparable Inquiry.
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Over the past fifteen years, the number of Black applicants grew from a low of

34 in the Class of '65 to a high of 755 im the Class of ‘74, but has since de-
clined to only 429 in the Class of '80. Black matriculants followed a similar
pattern, growing from only 7 in the Class of 65 to a high SE 96 in the Classes

of '73 and '76, but declining to only 74 in the Class of B0, Minority applicants
and matriculants of other races have followed similar trends, with the exceptlon
of recent increases in the number of Asians,

Figures 1 and 2 show the percentage of minority applicants and matriculants
in each of the last six classes. During this period, there has been no marked
change in the number of minority students applying or coming to Yale; in a

Itypical year they comprise around 11% of the applicants and 14% of the matriculants.
[Figures 1 and 2 about here]
More detailed compariscns giving the percentage of minorihy students among all
applicants, admlssfons and matriculants are shown in Tables 1 through 6 in
the apﬁendix for the Classes of '75 through ‘80.

In broad outlines the pilcture that emerges from these tables 1s something
1ike this: More than 80 out of every hundred students In Yale College are white
Americansa.  Alchough they are from all regions of the country, they teand to have
backgrounds that make it cowparatively easy for them to adapt to the academic
and social setting of the College. Indeed, it is they who largely establish
the norms that students from other groups—-working class whites, foreign students,
and minority students-—must confront when they arrive at Yale. The pradominance
of white and mainly middle class Americans is a fact of life at Yale; it i;
unlikely to change much in the foreseeable future.

;ithin this amblance, about five out of every hundred students {s a for-

eignor. About fifteen out of a hundred students belong te one of the minerities



Table 1:

Applicants, Admissions, and Matriculants
by Race to the Classes of 1975-1980

Witite & Asian Black Chicano Puerto Native Foreign Totals
Unspecified Rican American

5
pplicants 7533 248 536 154 44 0 357 8872
dmissions 1847 17 144 39 13 ¢ . B2 2202
atriculants 1083 37 85 27 7 0 - 50 12584
6 | _
splicants 7428 216 507 134 69 . 397 8757
dmissions 1970 93 195 49 31 116 2456
atriculants | 1091 .51 96 30 18 55 1342
.%plicants;. 7777 248 535 160 106 604 9436
dmissions 1858 86 172 56 49 136 2362
fatriculants lDéUI 45 78 35 35 69 1305
\%plicants 7712 238 448 141 106 691 9345
dwigsions 1966 97 163 42 33 1 137 2439
tatriculants | 1074 48 80 20 21 71 1314
%p1icants 7794 257 475 174 36 690 9491
sdmissions 2024 101 183 70 39 109 2527
{atriculants 1102 53 83 31 27 3 53 1350
30 | -
spplicants 7932 293 420 102 92 10 649 9458
sduissions 1985 114 165 S0 35 128 2481
datriculants 1062 53 74 28 15 13 1300
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: Table 2:
Black Applicants, Adwissions, & Hatriculants
to the Classes of 1564-~1974

Class # Applied f Admitted % Admitted # Matriculated Yield
1964 37 ' 11 29.74 .10 90.9%
1965 3 11 32.4% 7 63.6%
‘15966 39 13 ' 33.3% _ 10 76.9%
1367 66 28 42.4% 18 64.3%
1968 75 27 36.0% 18 66.7%
1969 75 37 49.3% 23 62.2%
1970 126 53 - 42,1% ' 35 66.0%
1971 122 W 32, 8% 31 77.5%
1972 163 66 ' 40.5% 53 65.2%
1973 525 155 ~ 29.5% 96 61.9%

1974 755 146 19.37 82 56.2%
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dealt with in this report. In the Class of 1980 out of a typical hundred
students, six may be Dlack, four Asian American, two Chicano, and one Puerto
Rican. ﬁery few Yale undergraduates will ever encounter a Native American
among their fellow students; in recent years these have never numbered more
than threc in any one class.

In speaklng of minerity and majority students; however, it would be a
grave mistake to commit the opposite eryxor of thinking of Yale students as
if they are all neatly divided inte homogeneous sub-groups.  AS majoricy
students themselves are keenly aware, white Americans di ffer among themselves
in a great variety of ways, Including their attitudes toward and relationships
with mombers qf minorities., Minority students are also highly heterogemecous.
Not only is each group different in significant wafs from the others, hut each
is internally diverse. Just as no one can speak for all majerity students,

50 no one can speak for ;ll students in any one of the minority groups, much
less for all minority students in Yale College.

Consequently, it would misrepresent oul intentions te say that our dis-
cussion of the status of minority students in Yale College reflects a consensus
amang mineTtity students.‘ Mo such consensus exists. The most that we claim for
pur report is that it represeats the best judgement of all the members of

this highly diverge committee.

3

1.

dMinarity Students and the Coals af Yalce Collepe

¥Yale Collepe is committed to achieving a variety of geals. These include
bath academic excellence and diversity of background, promise and centribution.
an the one hand, the College secks students whose academic preparation makes

it lilely that they will be able to make effective use of Yale's extranrdinary



-10-

intellectual, cultural, and social resources. Thua the Report of the Study

Group on Yale College reaffirmed this goal when it sald that Ygince not all

young people are equally well prepared to assume responsibility for their
education, Yale has én obligation to admit students who ar€ so prepared.”
Emphasis on this objective requires a sgarch for students who have been rigor-
ously prepared for academlc life at Yale.

At the same time, however, the College sceks students of diverse talents,
interests and backgrounds--regicnal, sacial, cultural--who can be expected to
make a special, perhaps even unique contribution to the }1fe of the College and
later to the country and the world. The commitment to this goal shows up 1in a
variety of ways: the strong effort to recrult students from all reglons of
the United States, the recegnition that a large program of financial aid is
indispensible if students from less well-off families are to attend Yale, the
concern during the admissionz process for identifying students who show promise
of making some special, and met only academlic, contribution to athletics, the
arts, college publications and so on. The Assoclate Provost of the University
has recently reaffirmed rhis goal in words that bear directly upon the subject
of our report: "Our goal should be an educational system which glves attenticn
to ending sexual and racial stereotyping and creates equal access for women

and minority group members. . ." .

3 +

There is tension between these two goals that is perhaps most acute with
minority students. Large numbers of minority youth live in high peverty areas.
While 8.9% of all whires were below the low income level in 1974, 29.5% of ‘
Blacks and other races were below that tevel, For 1973, in metropolitan areas,
6.9% of whites and 28.2% of Black and other races wcre below fhe low income

level. TIn 1975 the unemployment rate for whites was 7.9%. The rate for
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minoritles wasa 13.82. Studies by the Mational Urban League suggest that U.S.
census figures for minority unemplayment are lower than the real rate. The
relationship between low income and the qualiry of education is direct. Schools
in low income areas teand to be substandard. Guthrie and oéhers in their study
of the relationship between poverty and educatlon polnt out that:

", ..we have provided evidence to preve that major inequities

exist among school districts, The data demonstrate that high

SES (sociceconomic status) districts provide more, services

and services of higlher quality. By contrast, the educatiomnal

program in a typlecal low SES district has the effect of

geverely reducinp the opportunities of children who attend

school thera.”
Haﬁy students attending these schoels do not receive the type of education
which Yale recognizes as ideal. Thus the objective conditlons surrounding each
of the stated goals, 1.e., the acceptance of the most qualified studeats
{atudents who have received excellent academic preparatidn) and the desire to
increase the number of minority students admitted {students who in many cases
have nﬁt had the benefit or such preparation) appear te be conflicting. Will
Yale compromise its goal of accepting only those students who are prepared in
the expecte@ way by cpening its door te students who lack that preparation?
Or will the College compromise its commitment to minority students at large
in centinuing te admit only students with excellent academic preparation?

It is worth keeping in mind that the two poals also generate some problems,

even if less'acute. far the admission of majority students. To select only
students who are already the best prepared to succeed at Yale would make it

difficult to create a student body that reflects some of the soclal diversities

among White Americans. If absolute priority were glven the firat goal, and if

T5chools and Inequality, James W, Guthrie et. al., MIT Press, Cambridge, MA. 1971.




=12~

at the same time no attention were paid to the speclal problems of recruiting
qualified white students from schools that serve predominantly low income,
working class, or white ethnic families and neighborhoeds, then Yale College
would guickly become ﬁhat it is surely in constant danger ol becominp--a college
exclusively for a rather limited and socially homogeneous stratum of Americans.
Viewed in this larger perspective, the quastien of how best to go about re-—
eruiting and meeting the special needs of minority students is anly a part--
fhuugh perhaps the most difficult part—of the peneral problem of how best
to insure adequate diversity among Yale students.

As to minority students, the tension between the goals might ke resolved
in any one of several ways. For example, Yale could implement a full open—-
admission program modeled after the city college systems in New York City. This
epticn, however, seems a remote possibility since it would medan a radical
transformation of the institution itself. In lieu of such major chonge, Yale
could select only minoricy students who have the same type of preparation which
Yale has traditionally demanded. This appears a more feasible selution, con-
forming with Yale's goal regarding the admission of fully prepared students.
Yet this solution abrogates any real commitment to minority group students. To
talk realistically about equal access to Yale mcans that not only the excellently
prepared minority student but also the students whe haye_been the productks of
substandard ;chool gystems should have the opportunity to enter Yale. An appeal
only to those students who attended good high schools 1s not a full minocrity
recruitment effort. A third option would therefore address itself to students
who have not had the opportunity to attend good high schools, To redress the
weaknesses oé the high school systems, this solution would nece;sitate the de-

velopment of supportive services, both counseling and tutorial, This option
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wvould obviously require an intensive commitment on the parc of Yale,

What solutlon 18 best? It 1s clear that the fundamental issue involves
the feaaibility of achleving the goals of Yale, Will Yale seek to identify,
recruft, and admit minority students who approximate tﬁe traditional expecta-
tions of the college? Or is there a deeper social commitment Yale i3 expressing
in talking abeut increasing winoritles on campus? IIs Yale willing to develop
the necessary program te accommodate such an Increase? These basic issues of
policy, of institutional objectives, must be clearly undersﬁood: oppositions
betwaen attainmeut of goals must be explicitly discussed. It is only within
this framework that minority student recruiltment at Yale can become a reality.

Trade-offs and Risks

Unless and until substantial changes are made in the policies and programs
that affect minority students, Yale is baund to confront an unpleasant dilemma.
Lither students will be admitted according to the relative quality of their
arademic preparation, in which case the number of minority students at Yale
is not likely to inerease and will very likely decline significantly. Or in
order to maintain or Increase the number of minority students in the College
students will be accepted whose academic preparation is of lower quality, in
which case it is to be expected that they will do less well academically at Yale,

This dileﬁma becomes even sharper if Asian Americans are excluded from
consideration, for their academic performance both hefore and ;fter enteriﬁg
Yale 1= as high or even higher than that of majority students., Non-Asian
minerity students, however, who tend zo be admitted with below average SAT.
scoras and combined academic ratinps, tend also to achieve lower grade point
averdges., What 1s more important, they are alse considerably more likely to

withdraw and never complete their education at Yale, Thus in che Class of '76



—14-

around cue cut of four er five Black and Puerto Rican students and about one cut
of six Chicano students withdrew and d1d not return, compared with less than one
out of ten majority and Asian studenls.

Weighed againstlthe degirability of providing adequates opportunities for
qualified minority students to attend Yale, these disadvantages are not
necessarily so high as to be unacceptable, Monetheless, they do represent real
costs and burders, Einancial, psychological, social; they indicate opportunities
lost or misused, both for the studert and for Yale. Consequently, it is imperative
that we find wavs of reducing these costs and burdens. The main directicns in
which better solutions might be found appear to be: |

1. To increase greatly the pool of qualified minority applicants.

2. To incresse the acceptance rate among the mast highly qualified
who are admitted.

3. To help these who marriculate te cope more successfully with the
challenges Yale presents and to profit more fully from the academic,
cultural, and soclal resources that exist at Yale.

The first option is the most desirable solution in the long Tun; the next
gection ¢f our report recomzends changes in methods of Tecruiting that we believe
will result in substantial increases in the number of qualified minority students
who apply to Yale. Bur this solution will take time, and the magnitude of the
increase 1s uncertain. 1In the short run--surely throughcut the next five or
ten years——we must also search for solutlons of the second and third kinds. The
recompendations offered in later sections of this report are intended to provide
solutions. Thus a commitment to the idea of having minority students at Yale,
in more than trivial numbers ought mot be undertaken lightly. The commirment
implies obligations and responsibilicies, Unless the Univcrs#ty is frepared to
shoulder these responsibilities, a more honest, if parhaps less politic, stand

would be to reject such a commitment.
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We think Lt right that the Universicy should make a eommitment, In full
understanding of the responsibilities it entaills.” Our first recommendation,
therefore, I{s one on which the sucecess of the others will depend:

1. The President and Trustees should explicitly recognjze that a
commi tment to having an adequate number of minority students
in Yale College must In the Iimmediate EUCuré carry with it
the obligation to provide the pelicies and programs such a
commitment implies. They can best re-affirm Yale's commitment
by taking steps to insure that such policies and programs

are actually adopted and carried out.

II.
Coming to Yale

The status of minority students in Yale Collepe is influenced first and
perhaps foremost by the nature of the process through which these students first
come to Yale. That process determines the number and characteristics of
minority {and majority) students who will be enrolled, and thereby influences
their experlences throughout their undergraduate careers. It is therefore
appropriate that any artempt to understand and improve upon the status of
minority students begins by looking at the process of comlng to Yale.

The admissions process can be viewed as three separate but closely related
phases— (1) ;he recruitment of qualified applicants, (2) the evaluatlon of those
applicants, culminating in a decision to admit or reject each of them, and
(3) the matriculation of these applicants offered admission. The following
section first deseribes what takes place in each phase, then points out some of
the major strengths and shortcomings of present practices, and %inally guggests

cettain changes that might help to assure not ouly that a sufficient number of
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minority students will be enrolled in Yale College, but alse that every one of
those students will have the opportunity to experience a successful undergraduate
career.

The Question of Quotas

The admissions policy of Yale College has as onc of its major goals the
successful recruitment and enrollment as students of more members of minority
grcups."8 As discussed earlier, however, the University has met with only
partial success in the achievement of that goal. The number and portion of
minority students in each entering class has held fairly steady, or even de-
clineé slightly for groups other than Asian Ame;icans. Even in those cases
where the number of minority applicants increased or decreased dramatically
over a very short time (e.g., as was true for Rlack applicants in the Classes
of '72 chrough '75), there was no comparable shift In the number of minority
matriculants. The relative stability of these fipures is jmportant 1f 1t
impliés that there is some explicit or implicit quota for minority students
in each class, a quota that can be achleved by adjustments in recruiting
efforts or admissions rates. If quotas do exist, it would mean that any in-
crease in the number ov qualifications of minority applicants would result
not in a corresponding increase in the number or portion of minoriry studenté
in each class, but instead in greater competition among minority applican;s

for the limited number of places in the class. The Committee therefore offers

the following recommendation:

2. The Admissions Office should make every effort to recruit, admir, and

85tatement Ly Uenry Chauncey, then Director of University Admissions Policy, re-
parding the establishment of the Minority Recruitment Propram in July, 1972,
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matriculate minority students irrespective of quotas, either minimum or
maximum.

Recrulting Minority Applicants

The major recruitment phase of the admissions process takes place In the fall
each year, During the months of October and November, the professional staff
pembets of the Admissions Office visit schools throughout the country, gseeking
to identify and encourage applieations from oputstanding high schoal senlers. The
staff members work closely with the lecal Alumnl Schoels Cormittees (ASC) in
each area in these recruiting visits, to the point that the local ASC chalrman
u#ually makes all the arrangements for school visits, applicant interviews, social
functions, and so Forth. This reliance on alumni support has both its advantages
and its disadvantages. Given the staff member's limited time and lack of famil-
farity with many of the local areas, it is not only heipful but probably inevitable
that many of the local arrangements be handled by the ASC. On the other hand,
current practices pose two major potential drawbacks for the recruitment of minority
applicants.

The first major shortcoming of existing Tecruitment procedures is the rather
severe kimitation on the number of schools that the admissions officer can visit
or the number of potential applicants he can interview. Traditlenally, re-
cruitment efforts have focused on those schools which have sent studeqts to Yale
in previous years. Since many minority students attend high schools which are
unfamiliar to Yale and to the admissions efficer, these schools and students are
often by-passed In the recruiting visits. We recommend below certain procédures
and programs for exﬁauding Yale's contact among minority student pepulatiocns.

A second shortcoming of current procedures is the relatively high degree of

control which local alumnl have over the staff member 's schedule, school visits,
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contacts with potential applicants, and so0 forth. Many alumni, if not openly
biased against minority applicants, are at least unfamiliar with schools with
lerge minority populations and unconcerned about minority recruitment. Since

it is extremely helpfﬁl, if not absolutely essential, for the vigiting admissions
officer to vely on the ASC to handle most local arrangements, then some way rust
be found to encourage morTe alumni support for minority recruitment. The Dean

of Admisaions might have to replace heostile or racially biased ASC Chalrmen in

é few cases. More generzlly, however, alumni support for minority recruitment
will result from mere open support for such recrultment from the Administration.
Some speclfic ways to demonstrate that support ave suggested below.

A Minority Recruitment Program (MRP) was established in 1971 as a means of
supplementing the recrultment efforts of the professional admissions staff by
gending minority student volunteers to the different parts of the country to
recruit minority applicants. This program operates under the direction of an
advisory committee composed of students, faculty, and admissions gtaf f members,
and is administered by a full-time Director.

The Committee discovared that the MRP gsuffers from under-staffing, from an
ambiguity of goals, from poor coordination with the "regular' recrultment efforts
of the professional admissions staff, and from an apparent lack of support from
the University administration. We therefore recommend that the MRP budget he
increased tﬁrough the addicion of one full-time pesition, an Assistan; Director,
who would take some of the burdens of the day-to-day administration of the pro-
gram off the Director. The Dirmctor would thercby be able to spend more ttme in
actual recruiting of minority applicants, and more importantly in coordinating
the MRP with the recruitment efforts of the rest of the admiqsions staff,

The sdditional position would also help Lo solve another vf the fmmediate

problems faced by the MRP, that is, the rather heavy and {inappropriate burden
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The Alumni Schools Commlttees, while highly.effective in their own right, lack
ties with minority community crganizations that could facilitate mimority reccruit-
ment. Bigh school guidance counselors in large city schools often lack the direct
pergonal contacts they need in order to Identify promising minerity candidates.

We therefore recommend that Yale undertake to approach exlsting community
organizations for assistance in idenrifying and recruiring minority youth., Minority
communitics are criss-crossed by a rich network of organizations. Some of these
organizations are national with offices in many cities and in Tural areas. Most
have youth programé. It might be possible to develop a cooperative.program with
these organizaticons. This proposed community liaison program would ask for the
assistance of community groups. These organizations could play a direct and active
role in fdentifying applicants to Yale, helging them to apply.

Tt would not be necessary for Yale to initiate local centacts in every city.
Instead, various national organizatiens with local offices could he asked for
assistance. In this way a limited number of contacts with national crganizations
could have ramifications ever a wide mumbar of local communities. Such a requast
for assistance from minﬁrity organizations would require the Dffice of the President
of the University to take the initilative, Because of the national scope of this
program, high level commitment would be necesSary. Negotiations between the leader-
ghip of Yale and the leadership of national organizations would be necessary.

A program of this kind would have a number of advantages.‘ ¥irst,.a much wider
range of students could be identiffed and interviewed than is possible through &
single visit to a lacal high school. Bacause community organizations have inter-
locking memberships, information about Yale recruitment would reach a mech larger
audience of teachers, parents, and students, Secoﬁd, the students would have an
opportunity to meet with Yale recruiters in the friendly and secure surroundings
of local orpanizations, conditions that would allow the students to express

themselves to their best advantage. Third, the program would he
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inexpensive to both Yale and to the organizatlions. It would require no expan-
sion in existing facillties or staff, beyond the increase of Yale's staff for
the MRP a3z we have already recommended. Finally, such a program could serve
ag an example to other institutions of higher learning. Tndeed, Yale could be
the first to implement a major natian-wide system of cooperation between insti-
tutions of higher learning and community organizations for the recruitment of
minority students. -
The program would not neglect the Alumni Schools Committees, nor would it
cireumvent the high schools. On the contrary, the cooperation of thé high schools
would be essential in providing the necessary information on prospective students.
The Alumni Schools Committees could become directly involved in this effort by
seeking the assistance of mipority alumni. Minority alumni should be encouraged
by the College, the Schoels Committees and minority student groups to take part
in the Schools Committees. In fact, whether or not the pregram we propose is
adopted, a vigorous effort should be made to lnvolve minority alumnl in the
activities of the Schools Committees, In conjunction with the commuaity liaison
program, minority alumni, many of whom belong to community organizations, could
serve as natural points of contact between those committees and those organizations.
To sum up, we believe that if Ehe Precident and Trustees are prepared to
re—affirm their commitment ro the education of minority students, the following
actions cught to be undertaken: : o ) .
i. The professional staff engaged Iin minority recrultment should be increased
by at lease one person.
&, A greater portion of the responsibility for minerity recruitment should
be shared by the professional admissions st%ff recrulters.
3. The Daan of Admissions should try to make clear, both within the College
. and to Alumni Schools Committees and student counselors, that the staff

and the goals of the MRP have the support of the University.
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6. Yale should iritiate an effort to gain the assistance of mincority
organizations in recruiting.
7. - Hinority alumni and alumnae should be involved more heavily in re-

eruitment and particularly in the work of the Alumni Schoels Committees.

The Lvaluation Procesgs

The second phase of the admissions process is the evaluation of applicants,
and the declslon to admit or reject each one. As the basis for this evaluatiou,
a wide range of information is gathered about each applicant, including demogra-
rhic data, high school records, interview reports, teacher and school recommenda-
tions, CEEB scores, and Information about special skills or interests. When
the applicant's folder is complete, it is reviewed first by av “outside" reader
who is specially hired ;nd trained to make reasonably objective summary judgements
about the applicant's qualifications. The felder 1s then reviewed by a staff
reader who 1s also the "area person' responsible for reéruiting, evaluating,
and voting on all applicants from a particular peographic region. Minority ap-
plicants' folders are also reviewed a third time, by the Director of Minerircy
Recruitment., Each reader rates.thc applicant on certain specific dimensions
{e.g., academic potential, motivation and initiarive) and then forms from these
"intermediate'" ratings ar overall recommendation about whether the applicant should
be admitted {(A), admitted maybe (A-), rejected maybe (Rt+), or vejected {R}. 4ll
of these data, ineluding the tatings and recommendations, are then surmarized on
a "slate™ which is reviewed by the Admissions Committee as the basis for its,
final decisioen.

As discussed below, readvr recommeunded actions appear to have the mnjqr
impact on the Admissions Committee's final decisions on each applicant. Because
af this, it is necessary to mention sewe systematic differcnces in the wvay minor-

iry and majority applicants are often rated. In many cases, it appears that the
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staff readers' attempt to make subjective adjustments in their ratings and Tecom—
mended actlons to compensate for the weaker educational backgrounds and inherent
economic and cultural disadvantages faced by many minority applicants. These
judgements are QSpecially evident in the evaluations of miftority applicants frem
low SES gwroups. The Admissfons Committee has appatently learned that it can be
fairly objective and consistent in its decisions, on the assumption that compen-
sation for disadvantaged backgrounds and speclal considerations have already been
5u11t into the information presented on the slate. The axistence of such judge-
mente is Indicated by the econsistently higher admissions rates for minority appli-
¢ants, as shown in Tables C-1 through C-6 in the Appendix.

The Admissions Committee 1s composed of both faculty and staff, and is
divided intec a "“standing cowmiltea" (three admissions staff members, including
the Dean, and twe faculty members) which reviews and votes on every one of the
9000+ -applicants, and an "area commicree" (two faculty members and the admissions
area person, each of whem has read the entire folders of all applicants from a
particular area) which participates in the evalvation and voting only for those
applicants from & given avrea. In previcus years, the Director of Minority Recruit-
ment was a member (though not an ex officio member) of the standing committee. In
the past year {i.e., for the eatering Class of 1981), the Director of the HRP,
while not on the standinp committes, nevertheless participated in evaluating
and voting.cn all minority applicants. For the reascns spelled out b;low, wa feel
that this procedure represents an equitable ard effective way of evaluating minor-
ity applicants, and should be continued.

The Admissions Committee revicws applicants alphabetically within each scheol,
where schoois are arranged by state and states are ordered by éeographic reglon,
Bach applicant's “slate" is presented to the committee by the admissions staff

member assigned to the particular reginng the staff member then has the oppoTtunity
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to explain and argue the reasons underlying the recommended actfon. Wob surpris-
ingly, the staff member's recommended action 1s by far the most important determinant
of the commlttee's final decision (generally around 90% of the applicants receiving
an "A" rating from the staff reader are admitted by the committee, while less than
5% of those applicants receiving either "R" or "B+" ratings are admitted, The
next-most-important influence on the committee 1s tﬁe outside reader’s recommended
action, since this rating represents a fairly "objective” summary of all the other
irnformation in the applicant's folder {almest 807 of those applicants receiving
an "A" rating from the outside reader are admitted, and fewer than 157 of those
recelving PR" or "R+ ratings are admitted), It is difficult to tell how much
impact the minoricy reader’'s recommendation has on the comnmittce, since these
reconmendationé are not kept as part of the permanent admizsions data file. ‘How-
ever, it seems likely that if the minority reader were responsible for hoth
presenting and voting cn.minority applicants, the influence on the committee's
final decision would be considerable,
We feel that the minority reader (presumably the Direcrtor of the MRP) is in
& uniquely advantageous position to be able to judge the gualifications of cach
minority applicant. This reader is familiar with the characteristics not only
of each individual minority applicant, but also of the minority applicant pool
a3 a whele. Because he or she is present for the evaluation and veting on all
applicants, the winority reader should alsa be able to evaluﬁte—minorify aprllcants
in the context of the eharacteristics of the applicant pocl as a whole. For
these reasons, we recommend that the followiﬂg procedure be implementcd as a
matter of admissions policy:
8. The DPirector of the Mirority Recruitment Propram {or someonc dcﬂigﬁated
by the Directar) should be responsible for reading the folders, offler—

ing recommendations, presenting to the Admissions Committee, and
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voting on all mincrity applicants.
While this recommendation does not include maklng the Director of the MRP an
ex officin member of the standing committee, tt should in no way preclude such
an appeintment on an individval basis. Also, this recommendation does not pre-
sume that all minority applicants will be qonsidered separately from'the majority

applicants, or in anything other than the normal "slate order'.

The Problem of Yield

. Having evaluated over 9000 appiicants, approximately 1000 of whom are minor-—
ity students, the focus of the admissicns process returns in the third and firal
phase to the task of recrultment. "Spring recrultment” activitieslare concentrated
primarily in the last twe weeks of April each year, between the date admissions
notices are wailed and the date that applicants must notify Yale as to wh;ther

they accept or decline an offer of admissicn. In recent years, the "yield”

{i.e., the portion of admitted applicants who actually choose to matriculate in
Yale College} on admigsions has declined steadily for the class as a whole, and

ig now approaching 50%. As shown in Figure 3, the yield fer minority students
has varied widely over the past six yeats, but seems €O be declining over the
long term. Perhaps more than any other single factor, the low yield has led to the
recent declines in the number of minority students enrolled in Yale College.
Consequently, one of the most obvious opportunities for increasing minorlby
enrollment,'even if the applicant pocl itself does not grow, is to iné}ease the
portion of admitted minority students wo choose to attend Yale, Spring recrult-
ment thus deserves close attentian.
The yield problem for minorities is in some ways aimilar to and in some wWays

different from the yleld problem regarding majority students. For both miﬁori;y
and majority students, for example, the yield problem invelves not only hov many

admitted applicants choose to 50 to other celleges and universities, but also
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which ones po alsewhere. Statistical comparisons between stﬁdents who accept and
those who decline Yale's offer of admission (bﬁth minoriry and majority) in-
dicate that a much higher portion of students with high SAT scores and academic
ratings go elsewhere than do students wi?h mederate and 10# academic quali-
fications. This difference is neirher particularly surprisicg ner particularly
alarming, for Lt stands to reason that the more academically qualified students
would he admitted by more scheols, and thus would have more chelees about

éhere they will attend college. These students will also be the most-sought-
after by other colleges. Neverthcless,-the finding suggests that Yale is
coﬁpeting primarily, and mot very well, for the more academically qualificd
applicants. Our chief competitor for these students . is Harvard., It would
therefore seem that if Yale is to attract these more academically oriented
students, it wmust begin to emphasize the academic strengths.of the University
in its recruiting =fforts.

In cne important respect, the yleld problem is more severe for minority
students than for majority students. The pool of qualified majority applicants,
i.e., those who can do Yale work, is quite large, and a low yield merely means
that Yale must admit a larger number of essentially equally-well-qualified appli-
cantg in order to Fill up the class, The pool of qualified minority applicants,
on the other hand, is much more limited; virtually all the qualified q}nority
aﬁplicants ;re nov admitted. Thus there is no way to make up For a low yield
by admitting mere minority students, because there are few if any qualified
minority applicants to "take the place” of admicted applicants who dcclinc.
?aleis offer of admission, For this reason the Committee feels that:

9. a wajor focus of spring recruitment efforts by the Admissions Dffice
should be on minority admissiens. If possible, a propgram in which

minority applicants are invited to the campus to talk with students,



—98-

faculty, and admissions staff members might alsc be instituted.
Other universities have similar programs, and in fagt such a prograr was at-—
tempted at Yale this year, but the results are not yet available.

There are any number of reasons why admitted applicants choose to go else-
where. In order to determine the major influences on a minmority applicant's choice
of college, Mr. Glen deChabert (former Director oflthe MRP) conducted in the summer
of 1976 a survey of all those minoriry applicants who were admitted to the Class
of 1980 but declined_Yale's offer to go elsewhére. The resﬁlts of that survey
indicated that the major reasons for choosing a college other than Yale, in
order of declining importance, were the following: {1) academic considerations,
and fo particular the strength of a specific department or program; (2) peographic
considerations, often pertaining to the unattractiveﬁess of Wew Haven; (3) tzhe
general reputation or prestige of the University; (&) financial aid congiderations;
and {3) the appllicant 's contacts with Yale students, faculty, and admissions
staff. The most surprising conclusion from the study must be the relative un-
importance attached to financial aid considerations, and yet these findings are
consistent with statistical analyses which show that the yield does not vary
greatly for students admitted with and without finaneial aid,

The first step in identifying ways to Improve the yierld on admissions is
to realize that an applicant's decision about where tp attend college is influenced
by his ot her contact with a coilegc throughout the admisslons procesé, n&t just
in the two or three weels between April 15 and the day the final decisions must
be made, Yale must begin to view the overall admissions process as one of 555331
selection, therefore, in which the geal is not only to identify and evaluate oul-
standing applicants but alse to point out the strengths of Yale Collcge—-academic
and otherwise. Frobably the most obviocus peint of contnct bhetween applicants
and the College, or at least the most personal contact, 1s the interview (whether

conducted by an ASC or an admission staff member. In the intervicw setting
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the interviewer has an opportunity to encourage qualified applicants to attend

Yale. As discussed earlier, however, there is danger that minority recruitment

will be harmed by hiased or hostile alumni. The Committee recommends, therefore,

that:

10. more attention be paid to ;he applicant interview, éhd that it be stressed
to alumi interviewers that the intarview I1s as much a reéruiting device
as a screening procedure.

it is only through such personal contacts that a more favorable impression can be

made as to the strengths and advantages of attending Yale College.

TII.

Transition, Adjustment, and Effectiveness

Transiticnal Proprams

Certainly wany minority students and perhaps most first encoumnter Yale as an
environment radically different from anything they have previously kmown. For many
minority students this new environment will seen unfamiliar, uncongenial, threat-
ening and even alienating.

To help minority students nmake a successful transition, two kinds of programs .
ought to be available to students who wish it. One would be a brief pregram just
before Freshman registration in the fall; the other would continue intg the academ-

ic year itself.

A Pre-Registration Program

Experience at Yale and elsewhere shows that a brief pre-registration progranm
can have a number of desirable results, provided it is appropriately designed and
administered, A well conducted program of this kind can reasenable be expected to:

1. Improve the academic performance of minority students during thelr
crucial first semester in a formidable new environment.

2, Provide students with an opportunity to become better acquainted
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with Yale, its facilities, agencles and offices.

1. give students a chance to mect one another and exchange information
outside of the classroom, thereby helping them to learn more
quickly how to cope successfully with their new environment.

4. Txpose students to academie subjects they mipght ordinarily not
consider enrolling in.

5. Reduce the likelihood that minority gtudents will drop out, At
least during their first semester.

The Collepe has had some experience with a program intended to achieve these
goals. A Pre-Registration Orientation Program (PROP) has been in existence at Yale
since 1972, hpproximatcly-SOO—JSO winority students have participated. Although
PROP needs to be improved, informal observation and studeﬁt comments indicate that
it has been successful. We therefore recommend that:

11. Yale College continue to provide a prief orientation program for
minority students during the ten—day to two-week perlod just
before Freshman registratien in the fall.

An In-Term Tronsition Program

PROP was originally concelved as an jntroductory part of a long term support
system that has never been developed. Much of the concern about a program like
PROP has been caused by its abTupt ending just befora classes begin, with no
follow-up of additional support program of any kind., Although an improved PROF
would be valuable, the most difficult and persistent problems ?f transition are
not likely fo be fully identified and experienced until-the tern actuéily begins.
A rransitional progran during this first term would have these objectives:

1. To enable minerity students to survive the culture of Yale,

3. To ecnable students gradually to develep style, pace, study habits and
dis¢ipline.

3. To introduce the students to the Yale and surrounding New Haven community
under lesa pressured conditions.

4. To provide a vehicle for communication among students and faculty who
can provide information about che various departments and courses.
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5. To provide students with knowledge of support services, agencies
and facilitles available to them.

6. 'To assist students with developing and sharpening their knowledge
and facilities with those skills, concepts and technlques that are
essential for successful performance.

7. To glve students some idea of what courses at Yale are like. This
becomes more difficult as the length of the program decreases.

The most promising model far an in-term program appears to be the Efficacy
Program at Harvard.? Efficacy was developed out of a concern for the academic
performance of minority students in the academic and soclal environment of
Harvard. Efficacy is influenced by the work of David C. McClelland, Professor
of Psychoiogy at Matvard and 1s based on these assumptions:

1. Intellectual performance, or the lack of it, is at least as much 2
product of social as of genetic factors.

2, Whatever can he done through social interaction, can be undone 1in
the same way.

3, Tt is pessible te specify a model of success-oriented behavior.

4. With proper guldance, people can change thought and behavior patterns
in a short period of time.

Participation Is voluntary and involves unine days of seminars scheduled over four
consecutive weekends. The semlnars help provide the background for participants
to make thelr own decisions and establish their owa goals. Emphasis is placed
upon metivation, achievement techniques, and group support. An analysis of the

data from the first year of the program indicates that the particlpante significantly

improved their academic performances and jncreased thelr involvement in extra-

91 addition to PROP and Efficacy, the Committee considered the following
alternatives:

Interface, a six-week program at MLT tu help minerity students make the
transition from the high schoel setting to the collepe setting.

A Remedial Summer Program like that at Cornell.

A Writinpg Skills Frogram 1ike that at Columbia.

A three-week orientation program like that at Princeton.



-32-

curricular activities.
We therefore recommend that:
12. a program like the Efficaecy Program should be instituted at Yale,
Financial Afld
The hazards of transition'during the fitst semester are gometimes Intensified
" for minority freshmen who receive financial aid and choose the option of a work-
study program rather tham a lean or a larger loan, Some of them can 111 afford
the time that thelr work program requires while thiey are still learning to adapt
te their new environmeat.
of course this difficulty is not unique to minority freshmen. If change were
\made in the amount of work, if any, permitted during a student's first term, in
fairnezs the pélicy would have.to apply to all freshmen.
The problem was identified too late in our deliberations for us to do more
than recognize that it exlsts. We see a problem that looks to us to need a
better solution, but we have no solution to offer.
We recommend that:
11, the Office of Financlal Aid examine the problem to see whether a better
golution might be discaovered.

Tutoring

A tutoring program was begun at Yale a number of years ago in an effort to

provide tutors for undergraduates having difficulty academically in ont or more
courses. The program has suffered from several handicaps:

1. It is modestly funded. In recent years the budget has been overspent by
about twice the bodgeted sum,

2, Students are poorly iInformed about the program and how it mipht serve
their needs. Partly as a result, they usually fall to request a tutor
early cnough in the term for the program tc be hiphly helpful, Often
the students seek a tutor only late in the term when they are already
in desperate difficultties.
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3. Because the amount of tutoring avatlable is limited by the scarcity of
funds, tutors have to be asalgned to students according a judgement
28 to the relative urgency of their nceds. However, the program has
a0 satisfactery way of insuring that this judpement Is carefully made.
4. Although the rasidential collegrs are an obvious location for tutoring,

few of them have adaquate tutoring programsz. One ®xception 1s Calhoun,
which uses its graduate affiliates for tutering Calhoun students.

We therefore recommend that:

14. ¥ale ghould allocate more money to the propram.

L5, To expand the pool of tutors, both underpraduates and graduate students
should be recruiced.

16. "Head" tutors should be assigned responsibility for screening tutors
and tubees to attain the most benefielal combinations.

17, The posaibility of creating small study groups for students with
s{milar problems should be explored.

18. Residential colleges should be cncourzped to cxplore the possibilityof

using theiw graduate affiliates in a projgram like that of Calhoun College.

v,

Living and Socisl Arranpements

Collega Assipnments

The current process of assigning incoming freshmen to the Residential Cal-

leges appears to us to be inadequate to address the particular.social and

residential needs of mimsrity students. Students are at present assigned to
colleges on a random basis, and althouph some attention is piven to those who
have been identified as minority freshmen, the question of how best to distribute
the small number of minmority students in each incoming class has nat been
logked at seriously. ’

We believe that minority students feel most comfortable at Yale in those

Colleges where a 'critieal mase" has been achleved. We therefore recommend that:
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15, minority freshmen be aseigned to Residential Colleges in such a
way as to assure that a comfortable number of stwdents from a par-

tieular minority group will be in the same college.

The implication of this recommendation is, of course, that minority students
are at Yale less for the particular diversity that they may provide to each
Regidential College than for theitv own benefit aend for the contribution that they
make to thé Yale comﬁunity in general. Therefore we rejact the notien that
minority students should be spread evenly among 5000 students and twelve
Residential.Colleges in order to achieve the greatest level of exposure of
majority studeﬁts to minority students. Instead, we realize that minorTlty
students are best able to relate to and hecome invelved In a community that
recognizes, 1is sensitive to and supportive of thair minority status. This seems
most easily achieved when there are enough minority students within a College
thaf they are able to have a visible and sipnificant impact upon all facets
of that communlty.

Recommendations:

20. No single minority group ought to be concentrated in a single College.
Every minority should be represented in sevaral Colleges if at all
pnsFible. - .

21. Because 1t is important to have a critical mass of minoriry students in
a College, minority freshmen should be assipned to Residential
Colleges in such a way as to have a sufficient number of students from
the same group in a College. 1f the number of students in a particular
minority group is tea low to have an adequate mumber in every College,

then those students shouid be concentrated in a smaller number of Collepes.
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Thus while it is reasonable to expect that there would be Black
students in every College, it may be necessary to concentrate

Chicanos in four or five Colleges.
22. No minority student should be amonp a small number of minoriéy

students in a particular College, if he or she does not wish to be.
Rooming .

although after the freshman year students are able to select their own

rooms and-rocmmntes,lin the first year; roomates are assigned by the Residential
Collepe Deans. These sssignments are made using a housing application form
that all Lnéoming students are required to completa. The form conslsts of
general questibns about the habits, academic inrerests, and personal preferences
of individual studentsz, and is used by the éean in matchinp students who are
likely to have compatible interests and living habits. .'

The form is not designed to identify minority students or their preferences
for rooming with other minority students. Although some students will
volunteer this informstion, no systematic effort is made to take the particular
praferences, lifestyles and tastes of minority students inte account in the
Tooming process.

Experience has shown that placing a lone minority student in a suite for
four or sixlpersons is generally unsatisfactory, not only for the adjustment of
that student, but alse for encouraging interaction between minority and majority
students. The single minority studemt in such a sulte often feels uncomfortable,
out of place, and unable to cepe with his or her roomuates.

The greatest sources of cenflict in majorit}-mincrity student rooming re-
lationships are differences in personal tastes and lifestyles. A clear example

of this is found in musical tastes. Salsa, "Soul” music andfor Jazz are
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frequently central to the social and personal experiences of many minerity stu-

dents, regardless of economlc background. At the same time majority students

often find this kind of music irritating and prefer to listen to rock music or
country-western, which is equally {rritating te minority students. The ¢lassical

music lover, who 1s often the least tolerant of others' forms of music, adds a

third dimension to the conflict. When there 1s mote than one minority student

in the reocm, thelr tastes are less likely to be ignared or trampled on.
Recommendations:

23, No minerity freshman should be assigned to a room with only ﬁajority
students unless that studenF indicates a preference for this ar-
rangement, Whenever possible, rooms with minoxity freshmen ahould
have at least two minnrity students of the same group, and at least
twe majority students.

24. The rooming form should be revised to include additional information,
especilally musical tastes.

Freshman Ceunseling

Each entering student 1s assipgned a freshman counselor, a Yale Collepe
senior ot graduate student who Lives on the 01d Campus in the entryway with
his or her courselees and who is also a member of the student's Residential
College. The counselor frem the student's Residential College is the first
level of academic, persenal and gocial advising for the freshméﬁ, and slays
an imporrant rele for the new student, particularly during the first semester.
The chief problem in this system as it relates [eo ninority students 1s
that there is very often & real or perceived barrier between the white counselor
and the minorlty counselee which prevents an effecéive counseling relationship.

In frequent cases, the Residentizl College counselor is not sufficlently
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sensitive to difficulties, elther academic or personal, that the minority
student may encounter, and the student is reluctant to discuss these matters
with the counselor. Thus, at the end of the year it 1s sometimes discovered
that the counselor knows very Little about his or her minerity counse¢lees and
has not been able to be helpful to that studént. Cpnsequenhly, there 15 a need
for more minority counselors. We think that the minimum acceptable nutber of
minority freshman counselors is one from each Residential College.

In response to the problem of minority counseling, the Ffloating Counselor
Program was established several years ago. Fleating Counselors are minority
undergpadﬁates who live on the 0ld Campus, who provide additional.ncademic,
personal and social counseling to minority freshmen as needed, but who are not
atcached to a particular Residential College. The role of the floatinp counseloT
{s viewed with some skepticism by the various mezbers of the community with
whome he or she gomes imte contact {Coliege deans, Freéhman counselors, freshmen,
minority freshmen, dining hall managers, etc.). However, we see the floating
counselots as essential supplements to the Freshman Counselor from the Resi-
dential Colleges.

A serious impediment to the effectivensass of the Floating Counselor Program
{s the lack of cocperation, consultation and recognition given to them by Residen-—
tial College deans and freshman counselors. Floatbing Counselors have, on occaslon,
found that heans and counselors have refused to éiscuss freshman coun;elees with
them, have not consulted them in cases of serious problems with mutual counselees,
and, in particular, that deans have sometimes betrayed their confidences about
counsclees. It seems clear that deans and freshman counselers do not regzrd the
Floating Counselars as legitimate counselors who share their Interests in and

concern for the individual minority freshmen. Indeed, some deans have exnressed
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openly their doubte about the Floating Counselor Program as well as their

impression that the program 1s simply an indectrination vehicle for "politicizing"

minority freshmen.
Recommendatlons:

25, A gerious and active effort should be made to lnterest and recruit
more minority seniors and graduate students in the Residential
College Freshman Counselor Program.

25. The goal for the Residential Colleges should be a minimum of one
minority counselor from each Coliege, and it should be made clear
that the expectation {s that in most years this goal will be achieved.

27. The Floating Counselor Program should continue to supplement the Fresh-
man Counselox Prégram uantil it is clear that it is no longer mecessary.

28. Effores should be made to achieve a greater level of cooperation be-
tween Floating and Residential Cellege Counselsrs. In particular,
the College Deans should make a special effort to comsult with
Floating Counselors and to include them in counselor meetings and
in discussions about particular counselees.

29. At freshman counseler orientation in the fall, special efforts should
be made to make Residentlal Counselors aware of and sensitive to the
special problems of minority students. This 1s an area vhere the
asgistance of the Floating Counselors in plaoning and presenting such
a session or workshop could be invaluable, both in giving flesidential
Counselors important information and in gaining legitimacy for the
Floating CounseloTrs.

Social Arrangements

We believe that there 1s A particular need for minority students to have
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a place to meet together for social, cultural, and educational activities. Such
activities may or may not jnclude non-minority students or students from
other minority groups, The Committee recognizes that minority gtudents of
any particular group share a distinct cultural background that needs. to bhe
preserved and nourished. fhe opportunity to‘exchange and share these special
perspectives and thoughts alone with one another is‘a vital part of the college
experience for minority students that is personally and educationally reinforcing
ﬁ&d satisfying.
Recommendation:

30. Af the present time, each of the minority groups on campué has space

on campus that is ragerved for their excluslve use. The Committee

urges that adequate meeting space continue to be made available to

each group.

The matter of social activities fees presents a difficult problem for
minority students. Many miqority students would like te participate in at least
some of the activities of thedr Residential College. At the same time, they
believe it important that they.suppnrt the activities of their minority compunities
ar Yala. In the case of Afro-American Cultural Center for example, Black students
find themselves faced with the payment of a double activities fee: $25.00 for
their Residential College soclal activities fee and $25.00 fo? meombership in
the Afro-American Cul;ural Center. Black students often can afford to pay only
one fee, and usually will opt for mcmbership‘in the Cultural Center. The effect
of this decision, caused by finaneial hardship, 1is ezsencially to shut them ocut
of their Resideatial College social life, yhether they wish to be oT not.

For the other minority groups, an arrangement has been made through the Joint

council of Social Chairmen to share the social activities fee on & half-and-half
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basis with the minority organizatiom. Thus students are able to participate fully
in the activities sponsored by both their Residential College and their minority
organization. The Committee congratulates the Joint Council of Soeial Chalr-
men for this creative approach and urpes that 1t recopnize also the dilemma
that is faced by Black students. Therefore, we also racommend:
al. that arrangement between the Joint Council of Social Chairmen and the

Minority Studeat organizations, te share soclal fees on a half-and-

half basis, with full participatory rights in the activities of both

the minority group and the Residential College, be continued as a

) pefﬁanent arrangement.

3z, that Black students who are members of the Afro=-american Cultural

center be recognized as having paid thelr social activities fee and

be given the right to participate in Reaidential College activities.
33. that Afro-American Cultural Center continue toico-spnnsor many of

its events each year with Residencial Colleges so that the spiritc

of reciprocity is maintained.

V.

Support Services

Careevr Advisory and Placement cervice (CAPS)

The career counseling needs of minority students are not %eing mat by the
Career Advisory and Piacement gervice (CAPS). In generesl, minority students
do not regularly participate in events and ﬁctivities pr take advantage of
opportunities avallable through CAPS. The Teasons for this lack of 1lnvelvement
are not clear, but one explanation glven by some minority students Is that
career planning is mot a constant priority for them. This is not because they

are unconcerned about their futures, but because they are usually directioy most
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of thelr energy and time towards academlc performance and social adjustment.
Recently, the CAPS hired a minority staff person, He is a Black male

graduate of the Class of 1975. Since he has been with the service, the staff
has noticed an Increase in the nunbers of minority students who use the
Service. The new staff person has explalned that his success 15 due to his
understanding of the minority student's 1ife at Yale. e vnderstands that
because much of their time is occupled by thinps other than career planning,
they need aggressive career counseling. He has tried to meet this need by
becoming acquainted with the various minority student groups on campus and
trying to assist them in integrating career planning inte their colleée
experience.

Because of the lack of minority student involvement in the Career Advisory
and Placement Service, there 1s some concern for the premedical counseling of
minority students. The staff who are most clasely involved in premedical
advigsing are worrled that the lack of early participation in premedical planning
on the part of minority students may be penalizing them by 1imiting theit op-—
portunities ta succeed in galoning admission to medical scheeol.

A further problem arises because CAPS, despite 1ts name, is not a placement
service for undergraduates. Last year the placement service for graduate students,
which had operated in the Craduate School, was merged with caresr advising for
undergraduates. Thus CAPS provides carecrt advising for undergraduates, and
placement service for graduate students. We understand the reasons for thia
distinetion and we do not have sulficlent grounds for recommending a change. We
are aware, howevaer, that placement is a problem fér many seniors, including
minoriry students, and we feel some fresh thoupght ought to be gilven to the

functlons of CAFPS.
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We recommend that:

34,

The Dean of Yale College and the Direcﬁor of CAPS appolnt a committee

ta review the policics and procedures of the CAPS. The committee shauld
jnclude five minority students {one from each of tﬁe minority student
groups on campus; Asian Amerlicans, Blacks, Chicanes, Puerto Riceans, and
American Indlans}), and three minoricvy faculty and/or administrative
staff, The committee should serve as an advisory committee to the
Dirazcror making recommendations for ehanges that will promeote minority

student use of the Service.

Divisicn of Mental Hypiene (DMI), Yale Health Service

On the whole, minoricty students do not differ greatly from majority students

in the psychological and psychiatric problems they bring to DMH. Moreover,

minority students use the services of DMH at about the same rate as other

students or even slightly less., DMH sees approximately 10% of the student

body esach year; the flgure for Spanish surnamed students 1s alse about 107,

while for Asian Americans and Blacks 1t 1s about 87.

However, in their discussion with our cormittee, Dr, Robert Arnstein,

Psychiatrist-in-Chief, and Dr. i1liam Fllis, psychiatrist, called atteation to

several important differences between minoricy and majority students in their

relationship to DM: ) .

1.

Minority students tend to bear the additional pressures of representing
not only themselves, but alsc their families and their cultures, and
they often feel more intimldated by the mystique of Yale.

While minority students may be aware of the existence of a service
for helping them to <deal with personal problems, they are more likely
ta seck iuformal wethods for copiop with thelr difFiculties, such as
friends, the Chaplain, Deans, ot & freshman counselor,

Minority students arc less likely than majority students to use Ml
over a lenp perind, and more likely to use it briefly and intensely,
Dr. Ellis supgests as an explanatien that as a general matter, minoricy
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students are more likely to deal with problems only when they
become acute. In the midst of a crisls they seek help at DMH
but once the crisis is over, they tend not to continue in therapy.

4. Chicamo students from the Southwest often have difficulties that
etem from havinp to adjust not only to an unfamildar cultural and
gocial environment and the long Hew Haven winter climate, but alse
to a prolonged absence from thelr families because of the expense
of returning home. :

5. Minority students cannot ordinarily consult a psychlacrist who 1s a
member of theilr minority. Ur. Ellis is the only non-white male on
the staff of the DHI.

The Commlittee thus recommends that:

35. DMH seek to increase the number of minority members on the psychiatric
staff,
6, Personal Problems: The Yale Collepe paan's Office should Initiate a

program of conferences, extending throughout the academic year, with
college deans, freshman eounselors, floating counselors and others who

are involved with minority students. The objective of the conferences
would be to help those who attend to acquire a better grasp of the special

problems minority studenks face.

VI.

Minority Faculty

ﬁecruitment

Since many departments have refused to take the iﬂitiativc in the recruikbing
of minority faculty, greater pressure must be exerted by the administration on
the Tecruiting process. Department chairmen generally do not take the initiative
in contacting minority applicants; they cxpect inperested applicants to contact
them; and rather than actively seeking names of qualified minority applicants

$n their field, chairmen expect that minority students and minority faculty will

bring such names to thelr attention, In many departmuents, openings not im-
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mediately asscciated with minorities {ie., an cpening for someone to tezch Afro-
American Studies) do not ecall forth {in the minds of department chairmen} a

need for a minority faculty member. Most blacks on the faculty have a joint
appointment with Afro-American Studies, and the one Puerte Rican and.one Chilcano
faculty members are both iﬁ the Spanlsh DEpaétment. Tt should ba noted here

that the network of personmal contaets that departmental chairmen usvally establish
after many years in the profession does not nmormally extend te minority educators,
éﬁén though some of these minority professors are well-koown in thelr fields.

In its recruitment of new women faculty members the University has
concentrated on the hiring of non-minority women. The Univcrsity{s priorities
seen té be in the recruitment of women, without any gpecial attention showm to
minoricy women.

A decision of a mimority applicant to come to Yale may he adversely affected
if the caadidates parceive their hiring as an attempt to "showease' them in
termg of the University's affirmative action program. If candidates feel that
they are being hired as a token minority, they are likely not to accept
appointment, Moreover, since ﬁhe numbers of minority faculty in hipher educatien
are still propcrtiénately jower than those of the majority, competition for
thelr services 1s keen.

Yale junior faculty salaries are generally not competitiv; with salaries
paid by other comparable institutions. ‘

Racommendations:

7. The Assoclate Provost's Office should continue to have an active role in
the recruitment and hiring process.
38. Depattment chalrmen should take the initiacive in identifyinp and con-

tacting qualified minerity applicants. Openings should be advertised
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in appropriate and widely-circulating journals, and departmental
chairmen should not depend exclusively on personal contacts that
may exclude minority educators and institutions. Chairmen should
consult the Associate Provost's Office as early ;s possible with
recrultment process.

39. Greater attention should be paid to the hirinp of minoriey women
for faculty cpenings.

40. Junier faculty salaries should be Improved so as to make them nore
competitive with salaries at cther comparable institutions.

Ptilizatlon and Retention

In addftion to their normal academic responsibilities, minority faculty are
often asked to teach courses on minority affairs and issues, Mirority faculty
menbers are also meore luvolved in the recruitment of prospective minority
faculty than other members of thelr respectlve departments. Thay are often
invol#ed in the recruitment of graduate and undergraduate minority students. These
recruiting activities can be very time consuming. Moreover, the Undergraduate
Admissions Office utilizes minority faculty members to read minority applicants’
folders. Finally, minerity faculty arec asked to participate more often in
student activities than repular faculty and may feel a greater obligation to
respona positively te such requests. - .

Hinoriéy students have greater extra-academic expectations of minority faculey
than majority students have of regular faculty. MWinority students often secek
understanding and counseling from minority faculty, whereas majority studeﬁts
may more aaslily turn to individuals appeinted by the University to carry out
counseling and advisory functions. Minoricy students ave also in necd of role

models and expect minority faculty to provide them, Yale's Carper Advisory
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and Placement Service has at times been insensitive to the needs of minority

students and minority faculty members have had to meet the career-counseling needs

of minority students.
Recommendations:

41, Instead of expecting minority faculty te rteach courses on minority
affairs that may not respend to their academic disciplines or regearch
interests, the University should hire additfonal faculty to £ill gaps
in the curriculum,

42, Publications in journmals concerned with minoricy ;itarature, problems,
politics, etc., are often viewed as o? inferior "quality.” The gualiry
of the published book or article shoula be the yardstick for evaluation.

43, Mincricty faculty should not be overburdened with the tesponsibility for
the recrultment of minoricy faculty and minority graduate and under-
graduate students. This should be the responsibility of the various
departments of the University, and of the Offices of Graduate and Under-
graduate Admissions.

44. Minority faculty should be utilized for committee work only to the samse
degree that other members of rhe faculty are utilized.

45, If minority faculty are to be used by the University to validate the
work of committees that address minority issues, and to help coordinate
min;rity student activities, these contributions should be recognized
when a mipnority faculty member is being ¢considered for promotion, tenure,
or when teaching responsibilities are being affered. As it now stands,
other administrative responsibilities (such as DUS) carry more welpht
withldepartments than minority-oriented responsihilitié&.

The preceding observations and Tecommendations lead us to conclude that the
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answer to many of these problems would be an incéease in the number of minority
faculty, administration and staff at Yale University. Minority faculty have an
unusually heavy demand plsced on their time by administrators, colleagues, and
students--because tﬁere are so few minorlty administratorsh faculty members and
staff at Yale. These responsibilities, were they.shared by a greater number of
individuals, would not be as burdensome as they a;e now to the few who feel
oblired to assume them.

Céntinuing Need

One year has not been enough time to deal adequately with all the tasks our
comuittec was assigned. On some matters, such as financial aid,'we have bharely
scratcﬁed the surface, We have also had insufficient time to assimilate and
interprat a lacrge amount of valuvable data on admissions and performance that the
Office of Institutional_Research undertook to develop at our request. It poes
witlout saying that of course new guestions will arise if pur recommendations
are adopted,

Our final tecommendation, therefore, iss
46, that the Dean of Yale.College appolnt an advisory council to oversee the

application of policies and the administration of programs directed to
the problems of minority students. The advisery council shauld slsa

be autherized to explore new questions and problems. . Tt should consist
ofﬁfnculty members, administrators, and students, and shouliomake irself

readily accessible to members of the Yale communiky.



Appendix A

March 11, 1976

I am writing to invite you to serve on a committee which will conduct
a study of the status of minority students in Yale College. While it is
our hope that this study may be well underway by the end of the spring term,
it is likely that publication of a final repert will occur about the end of
the fall term of 1976~77. T am delighred to say that Professor Robert Dahl
has apreed to serve as Chairman.

The formation of this committee is prompted by concerns about Yale
College policy in a number of areas where specifie i1ssues are particularly
crucial to minority students. One area 15, of course, our curriculom and
our teaching effectiveness, Tt is sometimes alleged that in placing emphasis
on the recruitment of groups of special interest to Yale, including athletes,
alumni children and minority group gpplicants, we risk admitting students
whose lack of strong preparation may limit their suvecess in Yale courses,
unless they are given assistance and attention. The Committee should
review the special measures which have beon taken in some departments and
offices in the College to determine to what extent they have teen successful
in bringing such students through the difffcult trransitional pericd; and it
should make recommendations for the future direction of such efforts in the
context of its overall findings. In addition, the Committee will want teo
investigate whether the number of minority students who withdrew from the
Collegae for academic, personal or other rTeasons is proportionate Lo withdrawals
in the undergraduate populaticn as a whole. We should consider why those
who leave do 50, and what could be done to decrease the aumber of with-
drawals, if they seem excessive.

The Committee also should address a number of complex and interrelated
areas affecting the life of mirority students in Yale College. These will
predictably include the Freshman Year: residential and social arranpements;
support services, the recruitment and utilization of minority faculty;
financial aid; and admissions policy and practice. The questions raised
below might serve as starting points for committee deliberation.

Many aspects of the Freshman Year will have great importance to the
study. For mivority students, how effective is tha present counseling system?
Ta what extent are Freshman Counselors, Fleacing Counselors and Faculty
Advisors able to help {ndividual minority Freshmen to discover and make the
best use of Yale's varied resources? Assignments to Residential Colleges,
room allocations, and gencral residential parterns should alss be lecked at
in terms of their effect upon the minority student's initial year at Yale.

The Committee may wish te recommend changes as & result of its investigatien
of those and related questcions.
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The effect of residential and soclal arrangements upomn minority students
after their freshman year should also be reviewed by the Committee. Is there
evidence which supports our assumption that Residential Cellege 1life con-—
tributes positively to the quality of the academic and personal experiences
of members of this group? Attention should be given also to the procedures
by which individual room allocations are made; are improvements possible,
given the overall needs of the Collepe's students and the special needs or
preferences of some minoricy students? What is the particular coatributlen
of separate centers, such as the Afro-American Cultural Center and the
M.E.Ch.A. Center? Does the practice of setting Sacial Fees both in the
Colleges and in the minority centers force gtudents either to make diffieulr
chotlces ahbout thelr primary alleglance or to add te thelr financial
hardships by paylng both fees?

The Committee may also choose te lock at the role of non-academic support
services, At least two specific dimensions, psychological services and
‘Career Counseling, seem to deserve partlcular attention. Are the services
offered 1n each of these areas sufficient for minority students and appro-
priate to their needs? As in the other areas I have enumerated, the Com-
mittee's exploratiocns should be directed towards determining what changas,
if any, seem feasible and desirable,

Yale College's policies in rectnlting and utilizing minority faculty
should also be examined., We will want to know what special burdens of
academic and persomal counseling are placed upon this small group of faculry.
If their energies are being unduly called upon, what actions should be taken
to limit such exploitation?

The University's financial aid policles and thelr implementation are
of particular importance to many af Yale's minority students. One urgent
question seems to be whether the propertion of self-help required of all
students by our present policy creates special hardships for this group, o
these students' best academic interests require a period free of employmenkt
burdens? Do they experience disproporticonate difficulties in obtaining
supmer jobs? Is there a higher than expected percentapge of minority students
who tend to be in arrears in the Bursar's Office? If so, an exploration of
the reasons for such inability to meet financial commitments would seem to
be indicated. . ) .

In the light of all irs concerns and findings, the Commirtee will also
need to address the College's admissions policy and its implementation. The
scope and effectiveness of the Collepe's minority recrultment effarts should
be reviewed and evaluated. Do we have adequate aceess to those students in
various minority populations most likely to benefit from the Gollege's re-
sources and to contrlbute to its purpose? Would it be more useful, for the
College as well as for potential ¢tudents, to bring minority applicants to
Yale for a pre-admissien visit, rather than to have undergraduates and alumni
assume the responsibilicy for recruiting minority group members to Yale
College? Answers to these gquestions are of great importance; however, it
will be egually important for the Commlittee ro review the criteria used In
evaluating minerity scudents for admission, and to make recommendations
for any ciianges judged advisable.
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All of this is a big order and the Committee may wish to add or te
delete items as appropriate after discussion. The information~pathering
resources of the College will be put at the Committee's disposal, as will
clerical or bursary assistance, if needed. T hope very much that you will
find it possible to participate in this important review and I look forward
to hearing from you at your earliast convenlence.

Wich best wishes.

Sincerely yours,

Horace D. Taft
Dean of Yale College

HDT/bet
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Evelynn Yamashita, Director of Minority Recruitment Program, Qffice of
Undergraduate Admissions

Roy Cosme, '77, Chairman Movimlento Bgtudiantil Chicanc de Aztlan (M.E,Ch.A,)
Ruben Martino, '78 Desplerta Boricua

Magda Rosa, '78, Desplerta Boricua

Worth David, Dean of Undergraduate Admissions

Bobert Arnstein, Psychiatrist-in-Chief, pivision of Mental Hyglene

William Ellis, Psychiatrist, Division of Mental Hygiene

Jeff Howard, Director of Efficacy Program, Harvard University

“ Glen de Chabert, former Director of Minority Recruitment Program, Office of
Underpraduate Admissions

Sherry Penney, Assoclate Provost for Affirmative Action

Kevin Allen, Career Advisory and Placement Service

Priscilla Elfrey, Career Advisory and Placement Service

Susl Wupmeister, Career Advisory and Placement Service

Donatd Brown, Professor of Economics, Chalrman of Department of Economics
Maria Luisa Nunes, Asst. Professor of Portuguese and Afro-American Studies
Philip White, Asst. Piofesa?r in Afro-American Studies and Political Science
Khalid¢ Lum, Dlrector of Afro-American fultural Center

Rebert Cruz, '78

Thomas Filemeno, '79

Richard RBarris, '77

Dean Felix Lopez, Asst. Dean of Yale College

Niyonu Paytem, '79

Peter Williams, '80

Aubrey McCutcheom, '79



H s

Table C=1 Applicants, Admits,— culants to the {ings of 1975
White & Asian Black Chicane Tuerto Hative Foreign Totals
Unspecified American Mcan fmerican
N
# Applicants 5463 153 347 59 33 4] 298 6393
X Men Applicants 85.5% 2.4% 5.4% 1.6% 0.5% 0.0% 4.7% 12.1%
(A1L Apps)
# Admits 1520 51 102 27 12 4] 70 1782
Z Admitted 27.8% 33.3% 29.4% 27.3% 36.4% - 0.0% 23.52 27.9%
# Matrics 873 22 61 17 6 0 40 1019
Z Men Matrics 85.7% 2.2% 6.0% 1.7% 0.6% 0.0% 3.9 18.8%
. (A1l Mat.)
Yield 57.4% 43.1% 59.8% £3.02 50,02 0.0% 57.1% 57.2%
OMEN )
# Applicants 2070 95 189 55 11 0 59 2575
% Women Applicants 83.5% 3.82 7.6% 2.2% 0.4% 0.0X 2.4% 27.9%
5 ) (ALl Apps)
T# Admits 327 - 26 " 42 12 1 a 12 £20
% Aduitrted 15.82 27.4% 22.2% 21.8% 9.1% 0.0% 70.13% 16.6%
# Matrics 215 15 24 10 1 0 10 275
% Women HMatrics 78.2% 5.52 8.7% 3.6% 0.4% 0.0% 3.6% 23,27
. (A1l Mat.}
Yield 65.8% 57.7% 57.1% 83.3% 100.0% 0.0% 83.3% 65.5%
OMBINED i
# Applicants 7533 248 536 154 44 o 357 8872
% All Applicants 84.9% 2.82 6.0% 1.7% 0.5% 0.0% 4,0% (100%)
§ Admits 1847 77 144 - 35 13 ¢ 82 2202
% Admitted 24.5% H_.L.N 26.9% 25.3% 29.6% 0.0% 23,07 24, 8%
# Marrics 1088 37 B5 27 7 0 50 1294
X All Matrics 84.1% 2.9% 6.6% 2.1% 0.5% 0.0% 3.9z {100%)
. .BX
Yield 58.92 48.1% 59.0% 69.2% 53.9% 0.0% 61.02 28.8



Tahle =7 % _Applicants, Admirs, and Matriculants te the tlass of 1976
White & Asian Black Chicano Puerto Native Forelgn Totals
Unspecified Anerican Rican American
MENW
¢ Applicants 5337 130 317 a5 46 4 312 6241
% Men Applicants 85.5% 2.1% 5.1% 1.5% 0.7% 0.1% 5.0% 71.3%
ﬁ»,r.m.ul »Pvﬁm
# Admits 1542 57 132 33 20 1 98 1383
% Admitted 28.9% 43.9% 41.6% 34.7% 43.5% 25.0% 31,42 30.2%
# Matrics 846 33 65 21 13 1 41 1020
Z Men Matrics 82.9% 3.2% 6.4% 2,1% 1.3% 0.1% 4.0% 76.0%
: N (A1l Mat.
Yield 54.9% 57.9% 49.2% 63.6% 65.0% 100.0% 41.8% 54.2%
WOMEN
# Applicants 2091 86 190 39 23 2 85 2516
& % Vomen Applicants 83.1% 3.4% 7.6% 1.6% .92 0.1% 3.4% 28.7%
ki : (all Apps
# Admits 428 36 . 63 16 11 1 13 573
% Admitted 20.5% 41.9% 3.2% 41.0% 47.8% 50.0% 21.2% 22.8%
# Matrics 245 18 31 9 5 4] 14 32z
%Z Women Matrics 76.1% 5.6% 9.6% 2.8% 1.6% 0.0% 4. 4% 24.0%
- : (A1 Max.
Yield 57.2% 50,04 49.2% 56.3% 45.5% Q.0% 77.8% 56.2%
COMBINED
# Applicants 7428 21& 507 134 69 6 397 8757
% All Applicants 84.8% 2,52 5.8% 1.5% 0.8% 0.1% §.5% {100%}
# Admits 1970 23 195 49 31 2 116 2456
% Admitted 26.5% 43.1% 38.5% 16.6% 44..9% 33.3% 29.2% 28.1%
# Matrics 1091 51 96 30 18 1 55 1342
% All Matries 81.3% 3.8% 1.2% 2.2% 1.3% 0.1% 4.1% (100%)
Yield 55.4% 54.8% 49.2% 61.2% 58.1% 50.0%Z 47 .42 54.6%



Tahle C-3:

Applicants, Admits, and Matriculoonts to the Class of 1577

Walte &

Asian

Black Chicano Puerto Native Foreign Totals
Unspecified “American Rican American
TR :
f Applicants 5202 153 319 104 61 4 . 450 £293
% Men Applicants 82.7% 2.4% 5.1% 1.7% 1.0% 0.1% 7.2% 66.7%
- (A11 Apps
§ Admits 1262 . 56 102 38 28 2 99 1587
2 Admitted 24.37 36.6% 3z.0% 36.5% 45.9% 50.0%¢ - 22.0% 25.2%
# Matries 687 k) 48 22 21 1 48 859
% Man Matrics 80.0% 3.7% 5.6% 2.6% 2.4% 0.1% | 5.6% 65.8%
\ “ (All Mac,
Yield 54.4% 57.1% 47.1% 57.9% 75.0% 50.0% | 48.5% 54.1%
- i
HOMEN !
# Applicants 2575 93 216 56 45 4 bo1s4 3143
* Women Applicants 81.9% 3.0% 6.9% 1.8% 1.4% 0.1% 4,9% 33.3%
> | (All Apps
DF Admirs 597 0 170 18 21 2 m 7 775
% Admicted 23.2% 32.3% 32.4% 32.1% 46.7% 50.0% ;  24.0% 24.7%
# Matrics 353 13 10 13 14 2 ” 21 £46
I Women Matrics 79.1% 2.9% 6.7% 2:9% 3.1% 0.4% - 4.7% 34.2%
(411 Mat,
Yield 59.1% 43.32 42.92 72.2% 66.72 100.0% 56.8% 57.6%
COMBINED
# Applicants  ° 7777 246 535 150 106 8 604 9435
% All Applicants 82.4% 2.6% 5.7% 1.7% 1.1% 0.1% 6,42 (100%)
# Admits 1859 86 172 56 49 4 136 2362
2 Admitted 23.9% 35.0% 32.1% 35.0% 46.2% 50,0% 22.5% 25.0%"
# Matrics 1040 45 78 15 33 3 69 1305
% ALl Macrics 79.7% 3.4% 6.0% 2.7% 2.7% 0.2% 5.3% {100%)
Yield 55.9% 52.3% 45,32 62.5% 71.4% 75.0% 50.7% 55.2%



Table C=4 % Applicants, Admits, and Morriculants to fie Lhasyg of Luso _
White & Aslan Black Chicano Puerto Native Foreign Totals
cumvmnwﬂmu American Rican American
h..-l B 1
# Applicants 5193 143 260 99 57 6 r 527 6285
% Men Applicaunts 82.6% 2.3% 4.1% 1.6% 0.9% . 0.1% ;  8.4% 67.3%
: (ALl Apps)
§ Admits 1344 .61 97 32 16 1 106 1657
X Admitced 25.9% 42.7% 37.3% 32.3%2 28.17 16.7% - 20.1% 26.4%
f Matrrics 696 28 47 17 9 0 : 53 850
X Men Matrics 81.92 3,32 5.5% 2.0 1.1% ¢.0% . 622 64.7%
) _ (Al Mat.)
Yield 51.8% 45.9% 48.5% 53.1x 56.3% 0.0% | 50.0% $1.32
) |
OMEN |
¢ Applicants 2519 95 188 42 49 3 1 1es 3060
% Women Applicants §2.3% . 3.1% 6.1% 1.4% 1.6% 0.1% ! 5.4% 32.7%
4 * (All Apps)
T# Admits 622 36 ‘66 10 17 0 P 782
Z Admitted 24.7% 37.9% 35.1% 23.8% 34.7% 0.0% ¢ 18.6% 25.6%2
# Matrics 378 20 33 3 12 0 m 18 464
% Women Matries 81.5% 4.3% 7-1% 0.6% 2.6% 0.0% L3.9% 35.3%
: (All Mar.)
Yield 60.8% 55.6% 50.0% 30.02 70.6% 0.0% 58.1% 59,32
‘GMBINED
# Applicants 7712 238 548 141 106 9 691 9345
% All Applicants 82.5% 2.5% &4.8% 1.5% 1.1% 0.1% 7.4% (100%)
§ Admits 1966 87 163 42 33 . 1 137 2439
% Admitted 25.5% 50.8% 36.4% 29.82 .12 11.1% 19.8% 26.1%
# Matrics 1074 48 80 20 21 0 71 1314
% A1l Matries 81.7% 3.7% 6.1% 1.5% 1.6% 0.0% 5.4% (100%)
Yield 54.6% 49.5% 49.1%° 47.6% 63.6% 0.0% 51.8% 53.9%



Table C=5: Appliconts, Admits, and Motriculantg tp the Glass OL 49/
White & Asian Black Chicano Pucrto Nacive Forelign Totals
Unspecified American Rican American
=N
# Applicants 5259 155 284 104 66 2 453 6363
% Men Applicants 82.6% 2.4% 4.5% 1.6% 1.0% 0.0% 7.7% 67.0%
. {411 Apps
# Admits 1311 61 108 40 26 0 77 1623
% Admitted 24.9% 39.4% 38.0% 38.5% 39.4% 0.0% 15.6% 25.5%
# Matrics. 681 | 30 47 15 18 0 40 831
% Man Matrics £1.9% 3.6% 5.7% 1.8 2.2% 0.0% 4.8% 6l.06%
. _ (A1l Mat.
Yield 51.9% 4%.2% 43.5% 37.5% 69.2% 0.0% i 51.9% 51.2%
]
WOMEN ’
# Applicants 2535 102 191 70 a0 3 ¢ 197 3128
, % Women Applicants B1.0% 3.3% 6.1% 2,2% 1.0% 0.1% ¢ 6.3% 33.0%
e _ {All Apps
1 # Adnits 713 40 75 a0 13 1 . 32 904
% Admitted 28.1% 39.2% 39, 3% 42.9% 43.3% 33.3% 16.2% 28.9%
# Matrics 421 23 36 16 9 1 i 13 519
2 Women Matrics 81.1% §.4% 6.9% 3.12 1.7% 0.2% .  2.5% I8.4%
; {All Mat.
Yield 59.0% 57.5% 48.0% 53.3% 69.2% 100.0% _ 40,6% 57.4%
COMB INED _”
# Applicants 7794 257 475 174 96 5 Y 690 9491
% All applicants 82.1% 2.7% 5.0% 1.8% 1.0% 0.1% ?.3% {100%)
# Acairs 2024 101 183 70 39 z ;109 2527
% Admitted 26.0% 39.3% 38.5% 40.2% 40.6% 20.0% ! 15.8% 26.6%
§ Matrics 1102 53 83 31 27 1 53 1350
% All Matrics 81.6% 3.9% 6.1% 2,3% 2.0% 0.1% ©3.9% (100%)
Yield 54 .47 52.5% / 45.4% 4i . 3% 69.2%" 100.0% 48.6% 53.4%



. Table C-6

S Applieants, Admits, and Makrleulants €o tha Clnnsg of 1980

Whice &

Asian Black Chicano Puerkte Hative Forelpn Totals
Unspecified American Rican American
# aApplicants 5324 181 243 67 59 5 471 6350
% Men Applicants 43.8% 2.9% 3.8% 1.1% 0.9% 0.1% 747 66.9%
. (A1l App:
# Admits 1276 65 98 32 24 2 88 1585
¥ Admitted 240 35.9% 40.3% 47.8% 50.7%. 40.0% 18.7% 25.0%
# Matrics 637 31 42 21 11 1 45 788
Z Men Matrics 80.8% 3.9% 5.3% 2.7% 1.4% 0.1% 5.7% 60.6%
(All Mat
Yield 49.9% 47.7% 42.9% 65, 6% 45.8% 50.0% 51.1% 49.7%
ﬁom.w.z
# Applicants 2608 112 177 35 33 5 178 3148
Z Women Applicants 82.9% 3.6% 5.62% 1.1% 1.1% 0.22 5.7% 33.1%
1 (ALT App
W ¢ Adeits 709 49 67 18 11 2 40 896
! % Admitted 27.2% 43.8% 37.9% 51.4% 33.3% 40.0% 22.5% 28,3%
# Macrics 425 22 32 7 4 1 21 12
% Women Matrics 831.0% 4.3% 6.3% 1.4% 0.8% 0.2% 4.1% 39.4%
. (a1l Mat
Yield 59.9% 44 .9% 47.8% 18.9% 36.4% 50.0% 52.5% 57.1%
COMBINED
# Applicants 7932 293 420 102 92 10 649 9498
% ail Applicants 83.5% 3.1% 44T 1.1% 1.0% 0.1% 6.8% £100%)
7 Admics 1985 114 165 50 35 4 123 2481
% Admitted 25.0% 38.9% 39.3% 49.0% 3g.ox ° 40.0% 19.7% 26.1%
# Matrics 1062 53 T4 28 15 2 66 1300
% All Matrics Bl.7% 4,1% 5.7% 2.2% 1.2% 0.2% 5.1% (106%)
Yield 53.5% 46.5% 44.9% 56.0% 42.9% 50.,0% 51.6% 52.4%



