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What's Past Ep Prglogue

We address this report to our colleagues and to the University
community as & whole in the hope that 1984 may be as ptopitious a year
for women at Yala as 1969, vhen the College embarked on coeduation. We
cannmot, it is true, be unreserved ly optimistic. Our charge — "to
examine the general mituaticm of women ou the Faculty of Arts and
Sciences,” gud, in this conpection, to conaider “efforts to recruit,
hire and retain women on the faculty"' -= is oothing new. As Table L.l
(pp.9-13) amply shows, earlier Comuittees bave bean given similar
ipatructions, madse similar cbservations, and racommended similar
messures. Lf, as we bope, our Eeport ig to mark the beginning of scme
long-awaited chapges, it must convey & sense of present urgency and it

guat be bold vat cealisric in wmakiog its recommendati~ns,

Between 1968, when the Planning Committee that ushered in coeduca=
tion at Yale was appointed, and 1978, tenured Faculty of
Arts apd Sciences increased in aumber from twe to fourteem, a striking

~iin proportionately, though ~tIT1 a small abaalute total. During the
past six years the number of tenured women has increased by oune, though
the tenured faculty as a whole bas incrassed by seventeen. At the same
time, the number of non-temured women on the Faculty has increased by
two, from 73 to 75; bere the proportionate gain ie larger, since the
gumber of non-tenured faculty as a who le bas declined. (See Table

IV.4, p-39.) As of the current academic year, Yale ranks well below

——_

the mational average in the proportions te total faculty of women in

_s—event;h":.n s list of ten Ivy League and other

_;_;—th groupsi- it ranl_;s_
niversities. (Figs.l.l & IL.2, pp.16-17.)

In considering this situation and drawing up our recommendat ions
concerning it, we have at timea been tempted to g0 beyoﬁd our mandate.
The problems and prassures of an scademic environment guch as Tale's
are pot limited to the women members of its Faculty of Arts and
Sciences; they are shared by women facelty in the professionsl achoo le,
and by Yale's women administrators, as well, The underrepresentation

of women on the Faculty of Arte and Scisnces, the causes that have
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tended to perpetuate it, and its consequences for the experience of
being a women student or faculty member at Yale -- all thesa bhave
psrallals in the situation of members of minority groupa. And the
diseatisfaction expressed by noo-tenured faculty women proved to be
shared in large mesaure by their male counterparts, though such pro-—
blems as a seuse of isolation maturally tend to be more acute for womed
because of their smaller numbers. Though we could not, given our
charge, address ourselves direccly to the situation of chese othet
groupa, we wish to express bere our aemse that they too deserve con-
sideration. In particular, we are concerded over the possibility of
disaffection among the non—tenured faculty of both sexes. We urge that

this body be given atteution in the near future.

The discouraging less of mcmengggwg;ggg_l§}§riq increasing the

e ettt et + AT
aumber of women on the faculty coincides with a2 period of readjustment

in financial planning that affected all branches of the University,
,._._....-—-—-__._,_-—-‘-‘.—-—

even bafore the Corporation decided in 1977 to bring Yale's budget into
balsace over 4 three-year period, The measures adopted in order to

move towsrd this goal inocluded restraints on the filling of vacated '

tenure slots in the Faculty of Arts and Sciences and mandsted stage-by~
——
stage reductioms in the size of the faculties of the departments,

especially at the non-tenured level. But the conditions that called

forth these stringent measuras kave eased, and we believe that it is

rime for Yale to take another lomg forward stride and bring the

e R

impasse of the early 17805 to an end.

“New styles of architecture, a change of heart:" Auden's vision
of a better futurs perhaps implies that inper changes come late. If at
Yale — if in the academy generally —- there were universal enthusiasm
for improving the gituation of women, committees like ours would bave
little to repcrt. Given the actual state of affairs, we, Like our
predecessors, heve resorted to words of exhortation with which few
would disagres: we have urged that wmore intense efforts be made, that
hiring and promotion procedures be more attentively monitored, that
women in the Yale Faculey of Arts and Sciences be treated by their

colleagues in such a way ag o make them fesl more welcome. We have
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also given careful coneideration to the "styles of architacture,” the

administrative procedures designed to ensure equitable treatment for

women, and have made a numbar of recomsendations coucerning these.

But changes of attitude canmot be brought about by recoumendation,

and procedural changes alone cannet turn things around. More and more,
as we have looked closely at the past and the present, we have become
convinced that, if the gituation of wowen at Yale is tc improve sig-

nificantly, additional resources wust be brought to bear. The geed for

such rasources is implicit oo page after page of this ;:Esrt. If Tale
wishes to compete successfully with otker jmetitutions in hirimg bril-
liaat women scholars at the begimning of their carsers, if it wishes to
keep its tenured women and its promising non—tenured women when other
ipatitutions bid for them, if it wishes to wmaka women gcholars more
visible by bringing distinguished vigitors here from elgewhere in this .

country and from abroad, it must be prepared to meet the costs.

Beyond such clearly necessary meanures, we 282 the oeed for a
cluster of related inmovations, all having to do with a fundamental
social change which is already taking place and which will bacome more

visible by the end of the century: the ahift to the two-career family.

More and more, young meu and womer who bave earned the doctorate are
entering the job market at the same time, a8 husband and wife. These
couples wish to bear and raige children while advaucing in their
carears, and they will seek out academic eavironments that permit them
to do so. Yale muat do more thsm recoguize aod acquieace in this

change} it pust take the lead in responding to it. This wmeans making

wwteruit_y leaves and for parenting leaves

available to either spouse, providing fully adequate day care facil-

i p e P T -
ities, and marshalling vegional Tesources, when one spouse 18 pired, 0

find employment for the other. Needl1ass to say, these measures are
costly. And even remedial measures that seem, on the face of it,
merely procedural, are likely in fact to be subatastive im this sense.
1f the eituation of women is to be gttended to and watched over more
systematically, wore time must be spent by more peaple in deing 50.

T{me and attention, toc, cost woney.
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Wa begin our report, tharefore, by expressing oux unsnimously held
conviction that significant changes in the number aad "genmeral
situation” of women at Yale depend on the bringing to bear of
additional resources, whether through the reapportionment of existing

_funda or thrwgh__;he__;aiammeu-&ndm&:ﬂggl_

Such a step would be seen, both within and outside the University,
2 3 aplendid gestura, But it would be far more thano that, It would
have lasting conssquences, both for Yale iteelf, &s & commnity where
scholarly inquiry is carried on without pre judice, and for Tale's

place a8 a leader in higher education.
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I. Backgyound and Procedugpes

Statistics for the past decade ehow & remarkable increase in the
participation of women in higher educationm. Tha cuxrent situstion
throughout the Tniversity reflects but lags beuind these encouraging
trends. It ia summed up io the following figures showing the percent-

ages of women at various scademic levels.!

Yale Nationwi
Tenured faculty 46X 12.6%
Tenered and term faculty 17.0% 19.3%
Graduate students 42.0% 48.92
Undergraduste students 44.0% S1.4%

Yyale statistics from:
Feculty Head Cousts — Rage X Sex, 1983-84 {including ¥AS and
professicual schools)., Office of Affirmative Actian, Tale
Tojversity, %/28/83.
Fall, 1983 Enrollmept Couut (including Yale College, Craduate and
Profeasional Schools). Office of Imstitutional Research, Tale
University, 11/09/83.

Mationwide statistics Erom:
Survey of Faculty Sajeries, Ismure, and Bepefits, 1982-83 (Table s.1).
Unpublished report. Mational Center for Bducation Statistics, United
States Department of Education.
Frankel, Martin M. and Cerald, Debra E. Projectigna of Edugation
Statistics fo 1990-91, ¥Yolume I: Apalvtical Reports, National
Center for Bducation Staktistics, United States Department of

Education, 1982, pp. 47-52.

Ngte. In order to fmeilitate comparison bo nationwide figurem, Yale
faculty figures bave been based on wniversity-wide percentages and are

pot limited to the Paculty of Arts and Sciences.



"Of the 32 departmeut;/ig,:hs_lasu. Arts and Sciencea at Yale, aix
haye no women fgeulng, 20 have no tepured woman,
chaired by s womzn. Yot in ten of the Faculty of Arts aod Sciences

departmeats, 50X or wmore of the graduate students are womes, and in 12

and uwone ia at present

of these departments, the majority of undergraduate majors are women.
(Detziled statistica for Yale, broken down by department, are presented

in Appendix A.)

gince 1972, the number of women admipistrators at Yale has
somevhat increased, However, at the present time, aside from the four
women on the Yale Corporation and the Dean of the School of Nursing,
all admivcistrative officers of the bighest rank in the Oniversity are

male.?

The gender imbalance in the Faculty of Arts and Sciences at Yale,
particularly ac the tenurad level, contraste sharply with tha nearly
equal numbers of men and women among OME undergraduate and graduate
students. Failure to take corrective action threatens a new generation
of women with a demoralizing Yale-reinforced vision of their inabilicy

to compete with men in the world bayond Yale.

The preseat Committee was appointed in the Fall term of 1982 by
Howerd Lamar, Desn of Yale College, and Eeith Thomeon, Dean of the
Graduate School. It was asked "to examine the general situation of
women on the Fsculty of Arte and §ciences,” and was invited to make
recommendations based on its findings. Ite task was to inelude

consideration of

efforta to recruit, hire and retais women oe the faculty.
1t should also take a special lock at ateas where the

representation of women is particularly low. Efforts to

2Hannas Cray, President of the University of Chicage, was Provost of
the University in 1974-78 and Acting President of the University im
1977-78.



increase the number of women at the Junior sud Senior rank

should be given particular attention.3

The Committes stacred by reviewing the wotk of a series of earlier
committees and other groups which had focused ou thase aread and had
made recommendations undarlying many of tha poelicies now in place.
Table 1.1 (pp.9-13) lists them im chronological order snd summarizes

thair recommendationsa.

Table .l testifies elequently both te Yale's continuing concern
A ——————t

———

about the situation of its faculty women aud to the persistence of
A0 O ——

e e i e A £ ey S 1 o 8

cartain conditioos seen ad calling for remedial gcticn. The concerns

voiced over a pericd of almost fifteen years are dishearteningly
repetitive, as are the recommendations, ILsduesd repeatedly singled out
include the low proportion of women oR the faculty {particulaxly of
women with tenura), the guestionm of the Uaiversity's commitmeat to
affirmative actiou in practica as well as in principle, the minimal
repreaentation of women ip certaic aress, notably the geiences, and the
need to create an atmosphere more bospitable to women students and
achalars. The findings of these earlier groups emerge yet again as

central themes of this report.

The Copmittee met regularly over & period of seventeen months,
from November, 1982 through March, 1984. We gathered information about
the situation of women, past and present, from the Provoat's aud other
offices of the University. In January, 1983, our Chairman,* Professor

Dopald Crothers, sent a letter to all members of the Faculty of Arts and

3Letter from Deana Lamar and Thomsen establishing the Faculty of Arts
and Sciences Advisory Committee on the Education of Women October 11,

1982 (see PAS ACEW File in 853 103).

% Qur use of the term "chairman" bere and throughout this report
raflecty a problem that is both social and termino logical, and that

admits of no easy solution., We are acutely aware {continued next page)
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Sciences, anoouncing the membership aand stating the comcerna of tha
Committee, and inviting any icterested member of the Faculty to meet with
the Committae as & whole or with individuala serviog on it. In all, we
interviewed forty-three people, including fourteen non-tenured faculty
women, twelve non-tenured men, five tenured women and five tenured mes,
as well as William Brainard, Provest, Ellen Ryersou, Associate Frovost,
Linda Lorimer, Associate General Counmsel, Professors Ruth Marcus and
Richard Levin of the "Tobin Committee,” Frances Holloway, Divactor of the
Affirmative Action Office, aud Jobn Goldin, Semier Projects Apalyst of
the Office of Institutional Research. Professor Crothera' letter to the
Faculty alicited fourteen written repliss. Ia addition, twenty-two
faculty members at other Universities provided information requested by
Professor Maria Borroff in a survey letter which appears as Appendix B.
Abgve and beyond these formal investigations, members of the Copmittee
have spoken with many others in the Yale community om zn individual and

informal basis.

Our recommendations, thirty-two in number, will be found dispersed
among the several sections of this report. For the reader's convenlence,
we nlso present them in one sequence on pages §9-75. Home sre directed
toward the President, the Provoet, and other administrative officials
of the Upiversity; some are directed toward our colleagues. In the

end, the Faculty's sensa of urgency and comm;tnent is e¢rucisl if Yale

is to find and attract qualified women scholsrs 1n aufflcxent numbe:s

O i

P
0 represent to our Houen studeata the achlevemen: we see a8 potential

e

in them.
_M.

* that this term may seem to imply acceptacce of an idea deeply
engrained in our culture: that persons in positiocns of prime autbority
are maen. While this has been and to a large extent continues to be the
case at Yale, the members of our Cosmittee hope that it will met be eo
in the future, We use the term Vehairman" without enthusiasm and only
after considerable discuesion of alternatives which seem to us, at the

present time, even less satisfactory.



Committees aad Groups Which Hewa Conaidersd tha

Tabie L.}

gitoarion of Momen on the Yale Faculty

Dace Title Chair Selectsd Recommsndations Nelavent to Women oo the Faculty
196063 Plapning CommitLas ob Coeducation Klga Wassarmsn Emphasized Che impercance of hirieg
{repamed University Commlttes on later appointed Bpacial wore women facalty avd sdninistrators.* (p.7}+
tosducation, 1971-72) {n) Asmistant te the Presideat
1970-71 Comumitree on the Status of Profasuor Thomsy CGresue }icited problem of lack of professional
frofesnional Vomes ar Tale wosen at Yale. {p.2)
({:)] 21haquasted 4 statement by President Braveber
affirming Tale's commitmant to hirimg women . (pp. 8-16)
3] Recommended that the Cniversity temporsrily
sat asids s vumber of tapurs fecolry positiomn
for rectuitmant of womem uatil a moTR
fewvorabla balance of tepressncation
was schiaved . (p. 17}
4]Mycommanded sppalotmant of an dsnociaca
Provost tb toncentrate on Affirmative Actiam.(p. ¥}
$[Racommandnd addivioanal pact—tine positions,
improvements in maternity lesve polities,
and day care facilitles.(pp. 20-22)
1571-718 Liafeor Committess {U) Bae helowt™ Peoyided Information end advice te
Covaieted of reprassdtativas vomen cencerning the policies snd practices
from sach of Lhe Lwelva acadenic of the school which related to Sssves
apd professional schools ppointed of particular importance o wimen.
liaison officars to the Office of ilso sdvized the Desn sboot such lasuas,
tba dssocista Provoel
971 Comuittes to Recommend Procedurss Yrofsssor Dllen Petarn 1)tecomsendad the sericus counnfderation smd
Voleh Would Assist in tha Recrmir- recruitmeat of gquaiifed women to tha
atnt of Qualifisd Women io Che faculty ragardlesa of speciality, through
Yarigos Schools esd Disciplines edditional buSgetary allowsnces, (Bection 3}
(o} 2|Recomaended axprasion af scarch procedures.
{Beccion A)
1971-72 Dnivaraity Commities an Cosdutation RElga Hazsarmaa 3jMoted that, glven cosducation, *the oasd
(m Specisl Asslatact to for more women At the Esculty apd
the Prasident on the administrative level 1n .. wrgent” {p. 1)
Hucation of Woman
1911 Rudorsed a policy of providing supplementary funds

Eey to Committea Type:

Tale Corporation
L

(ri8) & Faculty of Arrs wnd Belences Commitine,

from the central administration to departments L6 asmiat
then in eppointing highly qualified women to tenured snd
non-tenured positions. Eecowmanded that aarisus conaider-
ation be given to sppointment af son-tenured women of
superior quality regardlzas of subflaid. (Por & direct
guatation of corporation policy on non-fecurasd appaiot-
ments, sce Appendix D; policy o2 tunured appoiniments

is quoted on py. &i.)

(y) danigoaten & Univernity Committes, (IC) & Yale Collegn Committer, and

_6-.



Table I.1

Committees sud Groups Which Nave Conaidered tha Situation of Women oo the Iele Faculty

Data Titla Chair Belected Rpcommendations Lelevant to Women on the Faculty
1972-713 DPulpersicy Commirtee on Coeducation Maxy B. Arastein 1}Dismantled Cocdwcation Office and sstablinbed
191374 {m hctiog fpecial Aamiskent tniversity Committea on thy Education of

to the President on the Women (p. 6, 1972=71); requanted that an Dffice

Education of Women om tha Educatisn of Women be entablished. {p. 2, 1973-24)

2]Recommended "contioning eFfore to secure positiocos
Eor worem &b senfor sdmipistracivs lavels
throughout the Doiversicy.” {p. 7, 1972-73)

3]Requested support for day ceve. {p. 5, 1373-74)

1573=T4 Council Committea on Ehe Jacqualyn Mabtield 1lCommendnd the Vniveraity for sigaifleanc
Educatioa of Women Aswociate Provost snd inzcrease in the rumber of women in fecalty/

[41H] Academic Dean, Brown sdministrative positions, but celled for

Dulvaraicy concorted afforts in Inswring equality of

treatment, {pp. 3,43
2]Called for wors tenured vomen and women
administrators, locluding "at lesst ons Cop
level administrative officer in addition
te Provost=Elece Hanna Gray." {p. &)
11Called for sdoption of an Affirmetive Actlon
plan, {p. &)
4lCalled for an andowed chair for a scholar-
taachar io arese of concarn ks women. (p. 4)
51Called for Talwersity-dpondored, lwproved
day care facilitiss, tupport for women with
interrapted cateera, (p, 3)

19137k Faculry ifEirmative Action Professor Robert Fagelia Recommanded Chat the number of womeu oum
Committae {0) tha Yale Faculty be imcremend.
(fxln Univeraivy: m.p., 1974,p.3)
1974-75 Facuity Affirmative dction Profansor Clyds Summarw 1]Propoand appointment of divieional arudy
Counities (n) §Ioups to snalyme availabiliry ponls

and AfEirmative hotiom plams for
ench department. {pp.2,3}

2 hecommended comtraliziog Affirmative
Acrlon by diviejse, (p.3)

3]Ucged Corporatior and ldministrarion to
reaffita Yale's commirment ta hirisg and
promoting women. {p.4)

4lsuggmeatsd n grisvence procedura, {3.2)

Sliecommonded & ueivereity—wide faculty
commitian on AffiTmative dctiom, (pp.9,10)

-o1-



Table I.l

Committues and Croups Which Mave Consldered tbe Situation of Women oo the Yaln Faculty

Datw Title Chair

Salected Lacowmndations Kelevant to Momen ou the Taculty

1976-17 Faculty ftudy Groupe on the
Recrultment and Appolntment of
Yomen and Winority Croup Faculty

(rAs)
a. Bumanities Frof esacr Jobn Blum
b, Blological Scisuces Professor Clement Havkert
¢, Thyrical Scissces professor George Schulz
Prafesssr E, Robert Beringar
d. BSacial Scieaces Profasmns Irvin Child

I1hacommended that specisl eaphasisa ba placed
on the policy woted by the 1972 Yala
Corporation for providing supplessntary funda
for tha sppointment of vomen LD the

feculey. {p.7)

2}Recommended "locTemeotal temurs sppoint=
mants wben sxtrsovdinery candidazes
frow [women and minority) goups becoma
available in flelds vhere currest naxds

snd parbaps opaninge do mak exiat.

" {p.)

1]Tndicated that aveilability poola in
junior ranks atre much xs to permit each
department to redress gendar imbalpncs.
®lunior Faculty should ba 301 womeo

in nesr Future.” {p.3)

2] Erprasaed lwss optimiem sbout awilabliicy
Jut predictad
that “with vigorous recrulimsnt of

of women at Sepior renhs.

junior women, the imbulance at tha

fsnior level will be rectificed withir

» fow yoats.” (p.5)

1]toncluded that poot repressntation af
yomen in Phynical Sciewces is rasult of
low avallability peals. (p.12)
2]0rged that tha Universicy policy
budgetary
auppore for faculty appointmants of
wwan be put lute practiea. (p.11)
3)Escommendsd thab mOXe vomen be sat
to enter the physical xciences. (p.10)
4]Crged the provision of sdditional
to hire wmen as Gibbs Instructers. (p.12)

of providiog supplumentary

suggesknd that Eacalty membearn ba
sasigned to identify potantisl women

capd idates for positions. (

1Y)

ouraged

funde

-—] I_



Date

Table I.]

Committess sod Croups Which Have Considered the Hituation of Woman on the Yals Faculiy

Title

Chair

Selacted Recommecdations Relevant to Wosmen om the Faculty

1976

1977-78

1378-7%

1980-42

Faculcy Advwisory Commirtea oz
Affirmative dction
[4'))]

Commirtae on the Iducetion of
¥omen - (YC)

Committes ox the Educstion of
Temen (1)

Coanfttas oo the Kducation of
Vomen (rc)

Profassnr Burks Harshall

Professor Catbarine Fklomer

Profesnor David Pilbesm

Profesnor Bofia Simmonds

1latuted that “spacial efforts to locate
wvomen and minority cemdidates for the
faculty ara fully justifiad, indesd
demanded ¢4 an sdocatjsoal prioricy
of Yale Universicy." (pp.213,214)
2]kecommended that no particular faculry
sppointusnte shouid “ture in the end
on the Eactor of race or zex." {p.213)
3]iscommerded that the Univernity declare
that z laxge proportien of the teours
wacancies sra to be offarsd to candidates
st the dssociate Profassor ox begioning
professocial leval, (pp.214,215)
A]Recommended a strengthaned grisvanca
procedurs, to be wade public and brought
to the attention of che Pacclty, (p.215}

1}8tated that vomen faculty sust ba sought
apd ratnioed, particularly io tha aress
of purs snd applied scienca. {p.d)

2]Recowmended sn incresss in the number
of coursms in Vomen's Studies. {p.4)

Propoasd the enbubliskwent of a Women's
Studies Program.({p.1} Birsased the
need foy wors womsn scholars on Che
faculty and wore scholarship on women
in the curriculum, {p.28)

1]Zxprassed concern about the uoder—
repreassntation of women (studmuts
and faeulcy) in the sciences ot Yala. {p.l)

21Rzpressad comcara that some depaviments
sevm to pay anly "lip service™ to
Affirmative dctiom. (p.3)

M Recommendad promoting qualified jusior
women in science to csmurs. {p.3)

.—z!_



Table 1.1

Committess and Groups Which Have Considered the situation of Women oo tbe Yalae Faculby

Dyte Title Chsir Salected Racommendstions Eclevant to Womsu on Che Faculty
1579- Woman's Studias Cownell Profesnor Helwn Block Lewis  Has rapastedly urged slots for faculty
{1c) {adjuanct) Lo teach tha scholarship oa wemes.
198081 4d Boc Committes on Taculty Prafessor Jamaw Tobia 1] Under Affirmative Actiom policies
Appointments (ris)

In addition to the committees listed shove,

®__,the avellability of svch »
perton [qualifiad woman, members al
racial and #thole winpriias, and
handicapped persons] for a pasitiom,
tevured or oon-teoursd, will lo
many casss add e exbra ponitive
coosideration to & department's
cequast for au isctemeckal
positien.” (p.23)

2] lecommended that the Affirmative
action OfFice take a ware positive
role ip promatiog equal smployment
opportunities. (p.43}

thers have beso mapy groupe, both formsl and jnformal, mada up of atudests

and prhecs io rha Tule commupiry, whe have axprasssad caueava regarding the low pumber of voman o the faculry.

*i continuing concern of the Committess on Coeducation snd the Committees on the Education of Women 1w 196%, 1571,

1972, 1973, 1574, 1977, 1578, 1979, 1381 baw

wa1971=78 Lizison Commitbees!
1971-11

1412-73
19713-74
191475
1975-Th
1816-17
19171-78

baes Lo loeresss the ausber of womeu on tha faculty.

Blgs VWaraerman, Special saniveast ¢o the Pregident
for the Bducativm of Womeo
Dr. Phyllis Model, dwsociste Profesasy ia the School of Medicine
Dr. Phyilis Bodel
pr. Phyllis Bodal
X)lan Ryeracs, Arsociate Desn of Tale Law School
A1len Ryerson
Bharry Feuwey, hesoclare Frovont

—EI-
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II, Statys Report on the Number of Womgn Fagulty

Since the advent of coeducation, Yale has made a twelve-year
effort to increase the number of women membera of the Faculty of Arts
and Sciences, with the results showe in the attached graphs, Figures
II.l and II.2 show that as of 1982-83, compared to equivalent universi-
ties {Ivy League plus Stenford and M.I.I.), the Yale Faculry was below
average iu the parcentages of both its tenurad and its pon-tenured
wvomen, Figures II.3 and I1.4 demonstrate that after some increases in
the 70's from their initially low levels at the begioning of coeduca-
tion, the pevcsntages of both tenured and non-tenured women o the Yala
Faculty have stageated during the last six years. This is true for the
University as a whole and for three of the four divisious. Only Human-—
jties.continues to show a positive slope, though even in that cdse it
would take another 40 years at the present rate to achieve @ percentage
of women faculty mambers equal to their percentage in the curreat rate
of PhD production at major institutions. And in ths Humanities
Division itsalf, there are a number of Departments in which women

continue to be poorly represected.

During the last six years, the Social Sciences have shown a de-
cline in the number of non—temured women, with a dectease from 22 to
11. It is true that this declime occurred while the divisiomal faculty
as a whole was also declining, but women accounted for more than nalf
of the 19 non-tenured positions lost, although they accounted for lass

than one quarter of the total of these pogitions,

As can be meen in Figure II.5, the percentage of tenmured woment
faculty members at Yale aa of 1982-83 is well below the potential pool
represented by the percentage of women awarded PhDa in the peried

1951-1975. Thia is true in all four divisions. The percentage of noun—

tenured women comparsa reasomably well with the corresponding Eisigggl_
PED pool (1976-1980), except im Social Sciences. (The use of nation-wide

PhD pools for these comparisons is-}h;tified if one assumes that the

fractions of appropriately gqualified individuals in these poola are
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comparable for men acd for women.)

A positive note not reflected in these figures coacerns the size
of the pool of potential women faculty members. The production of
women PhDs is rising rapidly, esaentially by a factor of 2 im all
divisions from 1970 o 1980 nationwide (1.7 in Humanities; 2 imn Social
and Biological Sciencea; and 2.5 in Physical Sciences). Yet these
gtatigtics in turn show that we have 00 cause for complacency about the
puzber of non-tenured women at Yale. An jocreass in the available pool
should imply a corresponding increase in the percentage of women

faculty.
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Figure 1I.1

% of Women on Tenured Faculty
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Comparison of Percentages of Wemen on Tenured
Faculty at Other Institutlons

A comparison of the percentages of women among tenured faculty
members at Yale and at nine other comparable iustitutioas. The
data represent an average over the academic years 1980/81 and
1581/82. Since that time, Yale's percentage has decreased to
4.5%. Flgures refer to faculety in arts and sciences.

Sourca: Affirmative Action Dffice
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Figure I1I.2

2, of Women on Non-Tenured Foculty
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Comparison of Percentages of Women ou Mon-Tenured Faculcy
at Other Lnatitutlons

4 comparison of the percentagas of women among non—tenured faculty
members at Yale and at aine other comparable institutions. The data
represent sn average over che academic years 1980/81 and 1981/82, Siace
that time, Yale's percentage hag increased to 27.8%, Figures refer to

faculty in arts and sclences.

Saurca: Affirmative Action Office
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For Figurea I1.3 and II.4: Circled number indicates npumber of women
in that category in academic year 1983-84,

Sourca: Affirmative Acticn Office
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Figure 11,5

Compariscns of Women iu the Faculty of Arcs sod Sciences
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Cowparisons between (a) the 1982/1983 perceatages of tenured (T} and
son-tenured {NT) women on the faculty of aach of the four Faculty of
Arcs and Sciences Divisions and (b) the percentage’ of womeu in the
corresponding national PhD pools. It is gsaumed that the percentages
of appropriately qualified men and women are comparable io the FhD
pools.

Source for PuD pools: Fepale Reptsesentation ium Ejgher Educatjop:
Retrocepect gnd Prospect by Adair Waldenberg, Imeritute for Demographie
and Economic Studies (1982)

Source for Tale statistics: Affirmative Action Office
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I1I. Perceptious of Ysle

In preparing to address curselves to the gemeral situation of
women in the Faculty of Arts and Sciences, we felt it important te find
aut how these women themselves perceived their gituation., Our
procedures in pcheduling intarviews are set forth ia detail in Sectiom
1. Because the situation of tenured women differs crucially from that
of noun-tenured women, it seemed advisable to separats the respoanses of
the two groups. The two views of Yale that emerged from these
conversations differed ic perspective and focus. Between them, they

provided indispensable materials for our ongeing daliberations.

A, Tenyred Faculiv Women

The fifteen tenured women presently in the Faculry of Arts aod
Scieunces, though clearly set spart by common status, are othervise &
diverse population. They raoge in age from thirty-five to sixty; they
have been tenured for as ghort a time &3 one Yyear, and for &s long a
cime ms twenty-two. Yet in our joterviews with individual umenmbers of
thisg group, certain aspects of the Yale envirconment were singled out
agaic and again as being of primary concarl. A recognition of the
cgture of these common cancerns was of value to us in helping us see

where, and in what dirsetion, changes were needed.

A major problem te which our discussions with tenured women keptl
returning wae what waa callied the "lack of critical mass” in thair
ragks. The phrase “criticsl mass" has come to be used in a variety of
ways in a variety of contexts. As we intend it here with reference to
the proportion of cenured women in the Faculty, it means a vumber laTge
encugh so that individual tenured women cease to be regarded primarily
as representatives of the concerns and viewpoints of their gender. For
‘the igdividual woman, to be one of fifteen cut of a total of 334
tenured mesbers of the Faculty of Arts and Sciences is to caufront a
variety of problems, two of which were brought up with particular
frequency. The Eirst is a sense of isolatiom —= shered, to be sure, bY

non-tenured women, but paturally felt mote keenly by those more heavily
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gutnusbered., Second, thiz lack of critical mass genarally results in a
larger share of committse assiguments, adminietrative duties, and
advisory responsibilities for tenured wowen than for teoured men. And
4 tenured wowan may find it more difficult than a man to decline to
serve on a committee, partly fearing that her refusal will lead to
heavier sssignmenta for other women, partly feeling responsible for

contributing to a diversity of viewpointa in the deliberative procesa,

The lack of eritical mase was also perceived as having a diract
bearing ot the problem of retaining women scholars at Yale. An cffer
from outside that promised a more congenial professional environment
than that at Yale would, our iunformants felt, be attractive for that
reason alonme, The suggestion was made more than once that a tenured
woman, contemplating an outpide offer, may give a high p:iority to
collegislity and quality of life. If she feels a senae of isolation,
ahe may leave a highly prestigious inatitution such as Yale for one of
Lasser rack, Tenured men, in contrast, may find mo lack of collegi-

ality at Yale, since they are in the vast majority.

Thera was gemeral agreement that it is more difficult to retain
leading women scholars then it usded to be, since they are in greatly
incressed demand in many disciplines, and thus more likely than their
male colleagues to raceive outside offers, Yala's counteroffers in
pome cases have been mlow in coming and bave faziled to match the
outside offer; in other cases, pnegotiations have been conducted with
such meeming lack of coucern that this became an additional reason for

leaving. Our report sddrasses these problems in Section IV,

Many of the tenured women with whom we talked felt that Yale's
official commitment to affirmastive actioo was producing few vigible
results. Everyone sgreed, however, that the picture varies from
department to department, While some departments atill barely pay lip
service to the prinmciple, others have acted strongly te bring about

needed corrections of gender imbalsnce.
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B, Nop-teoured Fgculty Women

The mon-tesured women in the Faculty of Arts and Sciences not only
form a considerably larger group tham do their tenured counterparts,
but, being younger, they represeat the futurs: it is from their ranka
that much of the hoped-for higher proportion of tenured women must
come. We felt it of eentral importance, therefore, to find out bow
they perceived the intellectual and social climate at Yale. To rhis
and, we interviewed gs many of thenm as time permitted, in groups small
enough to allow full participation in discussion. We also recognized
the meed to compare the perceptions of non-tenured women with those of
their male contemporaries, and tharefore schedulad interviewa with
gmall groupsa of men as well. We hoped in this way to distinguish
gender-specific problems posed by the Yale enviroument from problems

faced by non—tenured men and women equally.

The difficulties and frustrations describad in these discussicoms
seemed, oo the whole, to be a mattar more of academic generaticn than
of gender: whether one is a man or 8 woman, it is not easy Lo be &
pon-tepured faculty member at Yale. Reasona given included lack of
social and intellectual communication with tenured faculty, lack of
jinfluepce in departmental matters, tnequitable teaching assignments,
failure of departmental Chairmen to provide clear ianformation about
departmental reappointuent and promoticn procedures, and frustration
over lack of support services such as gectetarial assistance and access
to word processing, Im addition, some departments were perceived as
indifferent to the future of thair non-tenured memberd. The resultant
disaffection, intensified by the unlikelibood of achievinpg teaure,
podes a poteatially gerioue problem for Yale. A formal recommendation
lies beyond the scope of this cveport, hut we urge that the Deans act
quickly to appoint a Faculty of Arts and Sciences Comittee to study

ways to ensure more supportive treatment for all noo—tesured faculty.

It remains true, however, that the difficulties experienced by
noo-tenured faculty are generally perceived as being more acute for

women, Though some {of both sexes) expredsed tha view that women are
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treated no differantly from men, or even that being a woman may confer
su advantage, moat felt otherwise. A number of women, especially in
departments (oot by any means limited to the Physical Sciences) having
no tenured women and few or no non-tenured women in their faculties,
stated that they had received condeacending or paternalistic treatment,
or had been made to feel that their presence was not welcome, or that
they were not taken seriously &3 professionals or fully accepted as
colleagues. Women engaged in feminist achclarsbip and women with hue-
bands haviog tenure at Yale might experience this sense of isolation and
exclusion with particular intensity, We urge that the predominantly
male tenured faculty take note of such perceptiona held by some of their

female colleagues, and respond with sensitivity and tact.

It became clear in our discussions with non-tenured women that in
departments which include even oue tenured woman, or a fair number of
non-tenured women, or both, the women find the atmosphere more
congenial and the male faculty of ell ranks more supportive. It is
therefore crucial that those deparimants from which women are entirely
abgsent, or where they are present in small numbers, thould make special
efforts to “recruit, hire, and refain" wonen, Specific recovmendations

to this end are made in Section VI of thia report,

The procedures that guarantee the high qualicty of Yale's faculty,
nou-tenured as well as tenured, are slaborate, and bringing about a
signifieant increase in the proportice of vomen will take time. 3Bat
scmathing cen be done in the abort term as well: the Yale community of

both sexes would benefit from the presence of distinguished women ss

viaitors.

We recommend that distinguished women be sought out, and invited
to visit the University, both as teachers ar undergraduate and

graduate levels and as holders of our prestigious lectureships.
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A number of the nou-tenured women faculty with vhom we talked said
they believed that beiag women affected in various ways their progress
and prospects in advancing toward temure, Some said that their Chairmen
bad not actively encouraged them to seek promotion; others, that non-—
tenured faculty women seemed to be excluded from consideration for
availabla tenure slota; still others, that they felt a lack of spousor—

ship or of sdequate sdvocacy in the dgpartmént’s deliberaticns.

These negative perceptions on the part of pon-tenured women faculty
at Yale must be taken serioualy. They may not, jindeed, be limited to
women who are actually teaching hexe. In asome fields at least, Yale's
public image, as regards ita treatment of noo-tenured women, appears o
be an unfavorable one, To the degree that this ia so, Yale will fail
to attract the best and brigbtest women among the new PhDe, both its
own and those graduating from other high-rauking imstitutiona. There
is real danger that the conditious making for dissatisfaction awong
non-tenured women will, unless remedies are found and adopted, be self-

perpetuating.

C. ¥comen's Studigs at Yale

Our discussione with both tenured and mon-tesured women revealad
the importance of the Womea's Studies Program, now in ite fifth year,
in influencing their perceptions of Yale. The Program brings together
those who share an interest in scholarship on women, snd demonstrates

Yale's interest in thisz field.

We recommend that funds be sought to continue and expand the

Women's Studies Program in the long term.
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D, FKomen in ghe Sciencea

The shortage of women scholara in some disciplines, especially
enginemaring and the physical eciences, remains & serious obstacle to
establishing gender balapce in the corresponding departments., As &
leader in higher education, Yazle should encourage gifted women to
pursue graduste studies in Choge disciplines. One mesna to this end
would be to seek out women candidates nmatioawide and invite them to
apply for Yale fellowships, with an affirmative action stance io the

gward of the fallowships.
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Iv. Retzining Wogen Scholare at Yale

To increase the percentage of women on its faculty, Yale mmat
not caly hire more women but sctively seek to retain those who are

ters. Pravious repotrts oo the status of women AL Yale have nat, we

believe, sufficiently atreased the problems involved in retaining women

it
#embers in both term and tenursd positions, perhapas because

there were 5o few women here that the issue of thair leaving seemad

ralatively vnimportant. Having studied the gtatistics that are avail-
able about faculty departures from Yale in the last decade, hovever,
aod considering that the competition for excelient female scholars is
already severe and will in all likelihood become wore 50 in the next
decade, our Coumittee has conc luded that the questios of retaining
women at Yale iz no leds preasing than--gnd 18 indeed intimately linked

to——the question of birimg them.

The stacistics we have collectad tell an in some ways dis~
heartening story about Yala's sbility to keep women oR its faculty.
The atory is rather different for women ir pon-teomured aod temured

positions; we shall, thercfore, discuss thesa two ZToups separately.

A. Retajping Womep in Term—ladder Positjons

There sre three actions through which non-tenured faculty csn be
retaized: by reappointment, by promotion to 2 bigher mon-tenured rank
{usually term Associate Professor}, aud by prometion to tenure. Iso
exsmining statistics ob this subject, we found it importamt to bresk
the figures down by divigion, since women are epequally distributed
amoug the divisioms, and the divisions differ condiderably in their
promation practices. Tablas IV.l.-1V.3, pregent the data averaged for

the past sevel academic years.®

%11 tablea for Saction IV appear at the end of the Section, 0T pp38-42.
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Table IV.l SM the percentage.of. reappozn:ments g}_veg_&o
women has been sl:.ghtly largeyr than the percentage of women in the term
faculty. both for l:he raculty of Arte and Seiencas a3 a who le, ni:_d

within the separate d:.vu:l.ons, except for Natural Scieaces, Eence

e i - R
there is no evidence for b:.ss agamst wmen u reappomtmentu’)

[ —— PR TR

The percentages of promstion to_mon-tenured Assoc:.a.te Professor

pregent maore of t_l._'p_sg_blem. The 21 women promoted durmg the mear
m:'esant only 15 of total promotions, even though women on
the average accounted for 24.4Z of total term faculty. It would have
required sbout 14-18 ‘more promotions of women to make these two percen—
tages equal. However, a substautial part of the discrepancy between
the percentage of promotions given to women and their percentage in the
term faculty results from divisional differences: the Natural Sciences
have both the largest aumber of promt:.ons to term Assoc:.ata Professor

acd the smlleu ausber of mmen When the percentages of promoc:.ons of

women to term Associate ?rofeasor in each division are compared

with the divisional percentages of women in the term faculty, the dif-
B

ferences are too small to be stausncally s:.gm.f:.cant. Nevertheless,

- e s

it should not go unooted that in sl dlvxsmns, the percentages of

T

prom;t:.om oF women to term ‘Associate Professor remain smller thau the

percentagei “of women :.n l:he r.em faculty. “the Vouger this' trend per—

s

sista, the stronger becomes the case for gender bias in such promotions.

In appoictments to tenure (Tables I1V.2 and I¥J3) the frequent
reliapce ou external appointments in prefersuce to intermal promotions
presents an additional complication, When we comaider only internal
promotions, we find that the percentage of these given throughout FAS
to women {21%) is slightly smailer than the average percenisge of women
on term appointment during the seven year interval (24.4%), But it
would have taken ap increase of only two in the number {ten) of women
promoted to tenure to remove the discrepancy, so that the difference is
of little statistical siguificance. We note that within each division,
the percencage of promotions given to women roughly matches the percen=

tage of women in the term faculty. The "oromotion rate,” which
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raf lects the probability that am individual on tern appointment will
reach tenure, is slightly higher for men in Humanities, and for women
in Social Sciepces. Again, the numbers of individuals are ma small

that the differences have little statistical significance.

In contrast, there is a clear predominauce of men {95} in extermal
appointments, both in the divisicas separately and in the FAS as a
who le. During the past seven years there have been only two extermal
appointments of women to tenured poaitions at Tale. Partly at & resulr
of this gtriking imbalance, and partly as a reault of the large percen-
tage of external tenure appointments in the Humanoities and Social Sciences,
only 141 of FAS teaured appointments have gone to women. If this trepd
is sllowed to continue, it will perpetuate the gender imbalance in ocur

tenured faculty for the forseeable future.

In the fall of 1980, the gender imbalance of the faculty was
studied by an Equal Opportunity Specialist who was cotducting a
preaward compiiance review for the Office of Federzl Contract
Comp lisnce Frograme (OFCCP). Basing her report om statistics for the
years 1977-80, the federal reviewer comcluded that a situatioa of
Uadverse impact” for faculty women aristed at Yale and needed to be
remedied. “Adverse impact" is governmeot parlance for a aituation in
which wowen at a given institution are being promoted at a rate §0Z% or

less thap that at which men are being promoted.

Cur view of the statistica on promoticns of women faculty at Yale
differs substantislly from that offered by the OFCCP reviewer., We have
had access to & larger statistical picture than she had: between 1577
and 1980, rhe period she acalyzed, the percentage of wemen in oon-
tenured positions at Yale actsally declined; since 1980, it has begun to
rise Bsgeain, as Figure IL.3 sbows {and Table LV.4 in moTe detail),
Moreover, our interpretation of statistics on promotica rates takes iato
aceount the differences among the divieions of FAS; this the QFCCP
raviewer did not do. Her copclusicn that women were being promoted both

to taram positions as Associate Professor and to tenured positions at a
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rate lezs than 80X of that st which men were being prowoted to such
positions does not, we believe, accurately characterize either the past
or the present problem of gender ishalance among Yale's faculty. Tt is
true that the overall promotion statiastics for the period between 1977-
80 are pogrer for women thac for men; the women's promotion rate was
only 56% of the men's promotion rate. It is also true that the overall
promotion rates for the past sgygn years {1977-83) are poorer for women
than for men (11X ve. 14%Z). Byt these percentage figures appear to be
the result not of institutional sex discrimination but rather of a more
subtle form of cultural "channeling,"” namely, the high coucentration

(67%) of non-tenured women in Bumanities, the division that has the

e ———
lowest rate of promoticn to temure for women and men combizmed (see
Lo tenure LOT Woman and Zon ShERRRE
Tables IV.2 and IV.3).

Respotding to the OFCCP reviewer's negative fiadinge, the Univer-
sity aigned, in February 1981, a “Comeiliationm Agreemeat" with the T.3,
Department of Labor Office of Federal Comfract c:cmcq;:11'.a:~.t:u:e.’+ The Uni~
veraity agresd Lo conduct its own review of the reasons why facelty
who left Yale at the end of the 1980-81 yesr had dooe so. The Univer-
sity also agreed to "“document the reasoms for non-reappointment” in
those cases where departure was found to occur because of mon-

reappointment.,

To fulfill part of the terms of the "Conciliation Agreemear,”
Yale's Office of Affirmative Action issued in September 1981 two
reports: a “Faculty Departure Report" including data from all depart-
ments "concerning the nuwber of departures from . . . [term ladder]

u5

positions at the eud of 19808l and the reason for the departure and

a "Faculty Promotion Report" contzining data about promotions of women

% conciliation Agreement between U.5. Department of Laber Office of
Federal Contract Compliance Programs acd Yale University, New Haven, CT
2/12/81. This document, signed 12 February 198l by Jerald L. Stevens,
Vice President for Finance and Adminiatration, was made available to usg
by Director of Affirmative Action Frances Holloway.

5 MPaculty Departurs Beport,” Yale University, AAO, 9/19/81 p. [1].
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and men to both term znd temured Associate Professor during the

1980-81 scademic year (for sppointments to take effect in 1981-82).
These reports scknowledge that aggregate departure and promotion data
for 1980-81 support the OFCC? reviewer's megative findisgs: in this
year, as in the previous three years surveyed by the federal government
specialist, women throughout the Univeranity coustituted a higher per—
centage of the total departures from term ladder positions (29%) than of
the total appointments to such positions (23%). Mareover, in 1980-81
women continued to be promoted to Cerm and tenured Associate Professor

at a lower percentage rate than that of men,®

While the two reports issued by Yale's Affirmative Actiou Office
concade the existence of a merious problem in the retention of faculty
women, the reports do mot eXp lain that problem as fully as one might
wiah; por do they offer ways of remedying it. The first report gives
the results of a gquestiomnaire seat to department Chairmen requestiog
information on the reasous why women had left non—tenured positions in
those departments. "The reasons given by these women of why they chose
to leave,"' the report states, #g11 fall into the category of voluntary
departuras. They either accepted positious at other institutious, in
some cases appointments with tenure, oI left for what they described as

‘personal reasons.' w7

In the view of thim Committee, the phrase "voluntary departures"
is mislesding when it is applied to a group of persons who have left
non-teaured positicons at & upiversity which seldom grents temure either

to men or to women, If & woman balieves that her chances for promotion are

slim both in an aksolute sense and in relation to her male collaeagued,

65ee "Faculty Promoticn Report,” Yale University, AAG, 9/29/81. p.b ..
Tiggeulty Departure Report,” Yale University, AAD, 2/29/8L.
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then she may well decide to leave Yale before she has officially
received a negative decision from her depsrtment.d

Tf womern's ressons for leaving Yale were studied more fully {and
over a longer period of time) than they were for the Affirmative Action
report, the proportion of genuisely volumtary departures might turn out
to be congiderably smaller than the report indicated. When women are
said by the Chairmen to leave for “personal reasons” or to Yaccapt posi-
tions at gther institutioms, in some cases appointwents with temure,"
one must at least cousider the possibility that such decisions chliiquely

define Yale as an enviroament unpropiticus for its unon—tesured women.

Yale has, of courde, never eacouraged its son~tenured faculty to
barbor high hopes of promotion but young women may become especially—
and in some cases unduly--pesaimistic because of their caumcemtration in
the Division of FAS that offers them the least chance of a4 permanent
appointment to tenure, Receat atatistics show that in 1983-84 women
congtitutad 50% of new term appointments ip the Bumanities; but such 2
gignificant gain (in 1979-80 women conmstituted only 20% of vew term
appointments) will seem & dubiocus achievement if it marely offers
greater pumbers of women the opportunity to receive negative promoticn

deciagions,

B1his interpretation is indeed supported by an American Psychological
Aggociation study cited in a University of New Hasmpshire Report
entitled "Closing the Revolving Door: The Retention of Women in Higher
Bducarion™; the study jindicates “that women {and minorities) are more
likely than white malea to leave a univeraity before tenure deci._si.ons
are made. Problema with attitudes, hidden workloads, isolation, and
atmosphere . . . may cause a woman to leave the university in search of
a more supportive enviroument; as {a] Women's Commission survey
suggests, some women blame thamselves for problems which are beyond
their control and leave before their coufidence is further uyndermined."
"Closing the Ravolving Dooxr: The Retentica of Women in Higher

Bducation.” University of New Hampshire, 198l.



)

{4)

(5)

-33-

¥e recommend that the Chairman of each department consult, early in
the gcademic year, vith an Asvociate Provost about the status and
prospects of each mon-teoured woman in that department, drawing
attention to the names of those showing exceptional promise. In
such cases, Chairmen should not assume that promotian to tenure is
out of the queation just because an apprepriate alot will not be

available when appointment om term caanot be further prolonged.

We recommeud that these consultations be followed up by
conversations between Chairmen asd tﬁe toa=-tepured women in

question. Chairmen should give each woman candidate advice as to
departmental evaluations and tenure prospects, and, when appropriate,
encouragement amd instructions as to hew to proceed in furthering -
her case. Clearly, sll non-tenured women cannot be given equal

cause for optimism, but concern can and ghould be shown to all.
Every effort should be made tc eliminate needless confusion, as well

as to dispel needless pessimiam.

We recommend that at the end of each academic yaar the Associate
Provost responsible for affirmative sction conduct a full review

of 211 departures of non-tenured faculey in each department. To
this end, department Chairmen ghould supply te the Associate Provost
a record of the last departmental action im esch case, and each
person leaving Yale should be invited to gubmit & confideutial
statament explaining the reason for hia or her departure. The
resulting anonymous information would enable the Affirmative Action
Office more easily to discern patterns of departure and see how

they correlate with patterns of promotion over a period of time.
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B. Bataining Tenyred Women

A key determinant of the oumber of women in the Faculty of Arts and
Sciencew is Yale's ability to retain tenured women who have an opportunity
to leave before they retire. The Coomittee therefore sought informa-
tion about the numbers of tenured women who have departed voluntarily
from Yale year by year, anmd, for comparison, the numbers of tepured men
who have departed. We cbtained the figures for wemen covering the
time-gpan 1974/75 threugh 1983/84; departures of men could be identi-
fied as "voluntary,” rather than as resultiog from retirement or death,
only for the years 1978/7% to 1983/84,

Table LV.4 presents the figures given to us by the Affirmative
Actiou Office, in the form supplied to the Faderal Government. The
data relevant to departures are recast in Table 1v.5, according to
which the average anmual rate of departure for a1l reasons by renured
male faculty members was 3.3%; by female faculty membera, 5.5%. Seo
defined, the average departure rate for tenured female faculty was

about I.7 times that for tenured male faculty.

Since oo tenured women Tetired during the time interval covered in
Tablie V.5, it might have been expected that their rate of departure
for a1l reasons should be lower than that of men. We therefore
separatad “voluntary" departures from deaths and retirements (Table
1v6). The average voluntary anoual departure rate for tenured men wae
1.2%7 during the imtsrval 1978/79 teo 1683/84, For women, the average
rate was 3.4% for 1971/72 - 1983/84, and 4.8 for the same interval as
that covered by the available data for men {1978/19 - 1982/83). 1f
the pame voluntsry departure rate bad held true for men as for women,
nearly a quarter of the tenured faculty would have chosen tao leave Yale

over the past five yedrs.

We recognize that the population from which the statistics on

departure rates for tepured women are derived is a small ope, and that
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any generalizationa based oo it are therefore suspect. Indeed, the
standard devistion of the numbers used Eo estimate the 3.4% average
ahoual voluntary departure rate over the past pige years is larger than
the estimste itaelf. We couclude that the data do unot demonstrate
persuasively that tenured womel a3 & Eroup are mare likely thau tenured
men to leave Yale voluntarily. Faverthaleas, the present trend is
ominous, and the departure statigtics should be watched with care io

the yeara ahead.

The very dearth of items from which to generalize is of course a
sign of the severity of the problem, We would emphasize that each
voluntacy decision to leave Yale raflects a careful weighing of the
Yale environment against aa alternative. Given the small siza of the
tepured women Faculty, the aggregate aumber of such departures over the

past few yesrs rTemains important.

Table IV.7 preseuts a ceded list of the 22 women who have received
¥AS tenure at Yale, ordered by year of tepure., Of that total, two have
died, five have departed vo luptarily, and none has yet retired. Despite
the commonly held agsumption that women a3 & group are less wmobile than
men, aver 20% of the womea given tenure by Yale have left to go else—
whare, No doubt it would be igstructive to examine each case of
voluntary departure ia detail; this we have not been able to do. We
have, howaver, talked atr length to ten of the fifteen temured women
presently at Yale jn the Faculty of Arts and Sciences; five mer with
members of this Committee; the othar five served as members of the
Committea., All of them felt that the single most important problem
that faces tenured women at Yale {a the so-called "lack of critical
mags," as defined in Bectiom III, above {p.21). 5o long as thia problem
peraists, the women Professors felt, there will be strong temptations

for them to leave Yale for pasitioas at other jogtitutions.

The statistics on tenured women (Table 17.4) confirm the
impressicns we gained from talking to individual tenured women about
the difficulties they had expetienced bere. In 1974/75, there were
five women in a tenured faculty of ap2, or 1.6%. Ieo 1983/84, there are
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15 women in a tenured fasculty of 328, or 4.51; an improvement, but
still fawer thau oue in twenty. The series of totals from 1978/79 to
1983/84 shows that at the beginning of this peried, there were 14
teaured women in the FAS. Now, at the end of if, there are 15. (Over
the same period, the toral tenured faculty has increased in pumber by
17.) 1In the moat sterkly literal semse, Yale has barely beea holding
its own. A greater effort is clearly required. There is little point
in tryiog to add tenured women to the Faculty of Arts and Sciences if

we canneot boeld on to them.

We recowmend that when the interest of another institution in a
tenured woman is brought to tha attention of & department Chairmaan,
the Chairman respoud both positively and premptly, consulting the
Provast's Office without dalay to ask that sufficient resources to

make appropriate countermoves bs wmade available,

. We recommead that the Provost's Office sbare the responsibility
with the department Chairman of responding positively when outside

offers are made to tenured women.

Since veceptivity to outside offers often depends on the
likelihsod of & salary increase, it is particularly importaunt that
counteroEfers not be too low to be persuasive, {See Section C,,
below.) Tiuiog, too, is essential. The sense that the possibility of
ome's leavipg Yala is a matter of no great urgency may well contribute

to the dissatisfaction undezlying sn eventual decision to leave,

€. Salary lasues

Recognizing the importance of salary levels in the receation of
women faculty, we examined both statistically aggregated salary

information and a regression analysic of these data provided by the
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office of Institutional Reseaxch. The statistically aggregated
information shows that average salary for men is slightly higher than
for women, at all ranks. 3ut the regression analysis tabulating the
dependence of galaries on a set of variables (length of time since th;
PLD, division, and gender) suggests that the salary difference

between men and women (the "gender coefficient") is barely gignificant.
At the professorial level, the caleulated geodex coefficient ia
essentially zero, wh%le at the lowar taoks there is a2 calculated salacy
disadvaantage of 1.4 - 1.5% for women compared to mem. However, the
standard errar of the estimate of the gender coefficient is nmearly as

large a8 the coafficient itwelf.

Theugh there is tittle, if any, atatistical evidence for the existence
of salary discrimination against women at Yale, comments we have received
relating to the redaons for departure of tenured wouen scholars from Yale
jodicate that salary is frequently an issue. In some cases tha search
for outside offers seems Lo have been catalyzed by & low salary, with
Yale's counteroffer coming tgo late, and sometiges amounting to too
little, to be persussive. The competitian for established women scholata

is keen, and Yale wust be prapared to weet that challenge.

* & K

We recommend that the University make cercain that the aalary
gender coefficients at tenured and non-tenured levels do mot show

a persistent bias in favor of men.

We recosmend that the Provost and the department Chairmen pay
particular attention to keeping the salaries of renured women at
levels fully competitive with those at other institutions, whether

or not outside offers have been reported.
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TARLE IVv.1

Proastions ts Asseciste Profeesor:
1)

Tousn a8 I of
Intal Tow-Tanured

! {
Division Leappoictewnts: Hmuber {I) { Bugbez { H Faculey
! I
Beman | ) I Toman e |
1. Fi# Total 81 (doryre 198 (703D : 21 (1% 111 (as%) I 24.4%
3. Wamanicisw 3 (&%) 114 (64X) = 13 {25L) 40 (13X) } 33.0%
1, Social Beismces 16 (2933 s NX) : 7 {(191) 19 {B12) I .43
|
4, Matural 3cleaces 2 () a7 (951} I 1 () 52 (981} : 8.31

tippoiatments snd departures affsetive at the beginsing
opigures in pareanthased veprasent parcentages of cotal

TARLE IY¥.

of wach academic oar.
appaistmests or promotious withim sach division.

mammmmammm&m,wm. Q91 T 1gR)-aula

Bor—tesored Wowas in

RExternsl dppoictwents

Tutarnal Appolatments

| |
Divisioen Diviaion, X wf Toral ! I of Total ] T of Tocal
1.
| t -
1. ¥AE Toral 100 i 451 { 651
1
1. Bumamities 71 i [* ] ! 5T
] |
. Sozial dciances 52 I (121 i m
I |
v. Batural Sciences 101 1 177 i 15
| J
*sppointments and departures affective at the bagimcing of sach scsdemic yent.
TAJLE 1V.3
COMPARYSONS OF IFTTLRAL AND ETTEARAL
FAOMDTICNS TO TENTRE, 1977-78 to L9R3-84*
Womtn an I
aof Total
Pxternal Appoiztemots | Iacerusl dppoiatmants [ Sowan s I of Ron-Tenured
Diwiasion Bupbar LX) i Busbez (X} Pramotion uu**; Tatal to Tenurs Paculty
{
| !
Woman Maz { Yoman Men Yomen Men |
RN, — { -— —_ ——— — :
i
.« FAS Total 2510 g5y 1 1o (n3) I8 (9L} 11z 142 { 141 24.43
|
!, Bumagitias 1 (63> 13 (9433 | 5 {281) 13 (78) [ 54 11z : 182 33.0%
|
t. Satial Sciences eIy 15 {94} : 3 I7D) 5 {632) 14% -4 : 1t 23.41
., Natursl Beiencas O & (1pox) 1 1 (D 0 (91T} b33 18z I 4 8, B2
i

spppointments end dapaxturas effectiwve ut the beginaing af anch scedemic prar.
Promoticn fate = 100I I yromotions / (departeres + prowotians}

wurce!

aftirmative dction Office
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TAMLE 1¥.4

LADDER FACULIY 1IN Pi3
$ratus of Appaistwenty

e s
Total ar Ead of Haw
Emplaymant Previves Tesr Appo intueals Promotians Eamppointmeaty
B R N e i M S R Korw
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tenurs| Term Tenura] Ters fepure] Term Tanure| 407 voly 1 Tesz
Voman/Torsl - T i B -
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--I;;;:;;—---—‘ -;};;6 - 1'!!3;‘-G16 . 9170 ofs I;;ll ;;; TiLe ! 6/19 —I;;;;-
)l 1!?!-11-- 6}323 ‘;lflli 1114 -Ilfii lf!-_ 1?;;5 ary 1116 5!16-“ —;;;;;“
1377=74 127331 82/330 alll ;&335 lf!--- 17158 (Y} 116 10/22 ;};;--
197R-7% - 147117 -;31113 0/i2 19/7T0 b3 - -;;fﬁl /3 5716 1!;--_-';:;5::
Tevise 1 varzf npe e iarar | s | wassa | ere )31 3 ol ;Em.
) 1580-51 - 18/321) 63/2%0 '0}11 -13130 a3 /sl 1{3 /17 !115__ -I:!;;:
Y Ti7aas| Joraes] ase | s | 013 Trerst | ass s et et
1981-82 ) 174335) 717180 0;;‘-~' yikd ala 12783 1/8 ) 5723 ;;;6 :;:I—‘
—-l!GS-li 157334 -?5!370 1!1;-. -;;;; [ T8} 11/A1 -;}ID 420 lfli_:.‘iz;:::
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i 1973-T& )
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Source: Aftirsative Action Office
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TARLE 1V.5

SMPLOTMERT AND DECARTURE FIGUMES FOA THE FACULTY OF ARTS AND SCIENCES

:
a

*Parcent af total vowso/sen with tenura/ters sEatus.

welncludes & tenursd prowaticn offered,
wavpverage ratas of daparturs for tenured faculety 1

Saurcy: Affirmazive Active Office

but declined &

Tanuzm : Term i
Tear Total Yomad Lt ; Tocal Yowan Hen I
—— —_— -_— e — —_ |
197473 02 H HH : k-1 L1} 259 :
18751 36 4 3 } ni T4 233 !
1976~77 b ya) L] 317 } 11 13 253 }
191778 33z 12 320 % X1 3 T48 1
1978-7% @? 14 w0 } m 73 140 Il
-1979-80 L F] 15 ny I 39 " 238 :
1980-81 pY ¥ 16 ko : 0 63 215 I
198182 Rl 16 09 l 258 w 1is {
1992-83 336 LA 314 { 80 n 209 }
158384 3ia 13 1 = ;
DERARTJRES AT THE END OF FREVIOUS YEAR
{IMZLUDING GEATHS AWD AETIREMENTS)

Tevura: Munber and (I)* ; Tarm: Mmber and (1) i
Taar Total Homsn Nan i Total fomen Maz 1{
1974~13 } }
1975=74 6 {2.0X} ] & (2.0%) } 70 (11.47) 9 {13.21) 61 (24.0%) }
1976-77 14 (6.47) 1 (20.01) 13 (4.23%) : §2 (15.70) 11 (1#.1!) 41 (26.73) :
1977=78 15 (4.6%) 0 15 (4.71) : 55 (16.4%} Lé (15.97) 41 (1.2%) :
1978-7% 22 {6.6%) & 221 (5,51) } 70 {21,1X) 19 (23.21) 51 (20.6%) :
197580 9 (2.8%) Q 9 (3.0%) : A7 (IS.DIJ. 13 (17.82) 34 (11.71) !
1980-81 12 {3.81) I (6,78} 11 (3.51) E &0 (12,573 13 {18,311 27 (11,30} E
1981-81 7 {2.15} L (8.2%) 5 {2.0%) ! 2% (9.01) 7 (10.8%) 19 (8.40) :
1982-43 $ {1.52) ¢ 5 (1.82} ; 44 {15.37} 9 (12.81) 23 {16.00} ]I
1983-04 8 (2.62) 3 {16.71) 5 (1,63} | |

A TERAGE: (3.30) (3.33) 3.31)

7.8 %} fLsx]

or daparturs ta saotbar volverwity.
474~73 threugh 198283,
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TABLE IV.§

DEPARTURES* OF TENURED PERSON3 FROM TEE FACULTY OF ARTS AND SCIENCES
: (Izclusive of Dasthe and Retirements)

Rumber of Parssus with Tenure Yoluntery Departures, No. & (I)

| |

| {

| |

Tear Women Hen 1 Women Mep {
S
1971-72 2 i 0 f
1972-73 2 1 0 }
197374 k] § a I
1874~75 5 1 ¢ :
1975-76 5 { 0 1
1976-~77 6 ; 1 (20.0%0) l
1977-78 12 } o :
1978-79 14 303 : a 4 (1.30 }
1979-80 15 3i7 } 0 6 t1.9:} {
1950-81 16 306 : 0 1 {(0.3%) {
1981-82 16 309 1 1 {6.21) 1 (0.3%) %
1982-83 1gew 3i8 i 0 3 ‘1.61) i
1983-84 15 1 } 3 (17.61) 5 (1.61) ;

Averige percentage of voluntary depsrtures:

Women (1971772 - B3/84) = 3.4% (4.8% for peviod 1978/79 - 83/84)

—— ( o~ =»1.7)
Men (1978/79 — 83/84) = 1.2% {2.8 times as many women’s voluntary
departures ss men’s voluntary depar—
tuces)

*Departures at the ead of previaus year.

#*xlpcludes s tenured premotion offered, but declined for dsparturs
‘to another university. .

Source: Affirmstive Action Office
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Table IV.7

Coded List of Tepured Women Faculty

Dates of Appeintment to Tenure and Depsrture

Individual Yeaar tenured

1961
1962
1970
1973
1973
1973
1976
1976
19712
1977
1977
1917
1977
1977
1978
1978
1979
1980
1981
1981
1982
1383

ﬁaumwamozzrwummoﬁnunub

Year left

deceased 1970

1976

1981

1983

1983
daceased 1980

1983

Excludad Provost and Acting President Hanna Gray and Professor
Sofia Simmonda, who is cousidered az member of the Medical School faculty.

*Tepure promotion offered, but declined for departure to ancthexz university.

Source: Affirmative Action Office



(10)

—43~

v, Affirmative Action: A Hew Impetus

Introduction

The fraction of women in the Faculry of Arta and Sciences st Yale
bas shown virtually ps significast increase since 1978, in coutrast te
the clear advances made in the six years before thes. GClesrly defimed
changes in strategy are meeded to bring this atagnaticn to au end, Of
particular urgency is an increase in the oumber of tepured women Lo

alleviate the "eritical masa" problem.

A. e Need for Leaderahip

If the institutional goal of increasing the mumber of women is eo
be achieved, the Corporaticn, the Presideat, the Provost and the Deans
wust clearly articulate and continually support it. Becauss the Yale
community is a constantly changiog one, frequent repetition of the

measage is vital.

Yale must set an ambitious but realistic short-term goal far
inereasing tbe number of women on its fsculty. The historical
precedent set between 1973 and 197%, when 14 appointmants of tenured
women were made, shows what canh be dona when motivation and support are
aufficient. Given tbe incresse in the pool of distioguished women
scholars which has oceurred in the jonterim, we believe that the next

gix years offer sn evem greater opportunity,

e w *

We recommend that Yale amnounce its detarmioation to double the
number of tenured women on the Faculty of Arts and Sciences from

15 {ip mid 1983/84) to at least 30, by 1990,

w ok ok



C. Achievipg the Gosal

To accomplish this, we propose a series of steps, the first of

which must be the clarification and reaffirmation of existing policy.

i) Exjisting policy on budgetary flexibilitv. An important mem-
orandum bearing ou affirmative action st Yale was adopted by the Yale
Corporation in 1972. The memorandum expressed recoguition of “the need
te add women to the faculty...™ and proposed that positions for

women and miporities be funded

in the short run by a comhination of central adwin-
istration and departmental resources — the former
through an increment to the Provost's discretionary
fund safficient to implement this policy and the
latter through anticipation of department retire-
ments and through the conversion of junior positiona
sufficient to meet the department’s contributiom.
It would be understood that when vacancies oeccur,
appointuents made through this route notmally would
be fully sbsorbed by the departments. + « . & decieion
would be made as to the allocation of positions
among divisions so that a 'competition' for posi-

tions would be intra—divieicoal .. . . 9

The policy based on this memorandum was initially iwplemented with
considerable success. In receat years, however, there hae been
increasing confusion as to its real vature, and mounting doubt as Lo
its efficacy. Several Chairmen with whom we talked said rhey felr that
au affirmative action appointmwent would shortly resulc in the loss of a
regular departmental slot. Altbough the Committee is aware of the

argument that spelling out all aspects of a process will give the

%arevacer, K. MHemo to Yale Corporation 1972 p.6: Ac{opted June 11, 1972,
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Provost less flexibility in making appointments, we believe that tﬁe
University's budgetary policy cn affirmative sction needs to De more
clearly articulated. Faculty members whom we interviewed had divargent
and even contradictory underatandings regarding both the Dniversity's
policy and its commitment to this policy. This lack of clear
uoderstanding discourages departments thet might otherwise seek to

eatablish incremeatal affirmative action positioas.

The term “incremental,” because it has besn used in the past in =2
variety of ways, is {tself a source of confusicnm, We suggest below
fout different kinda of positioms to which it might with some

juarification be applied.

a) Mortgaged pgsitions., A new -tenured position is made
available to a department with the clear understanding that it will be
recouped by a future retirement in the same department or by trading
off nom—tenured positions within the department. A position of this

kind is "incremental” to the department only in the shori term.

b) Reallocated positions withjn divisiong, An additicoal
position is made availabie to a department through the reallocation of
divisional funda, possibly including Funds anticipated 23 & result of

impending retirementa within that division.

¢) Regllocated ppsitions betwgen divisiong, Aa edditiomal
position is made available to a department by the reallocation of funds
betwaen divizions. In meither this nor the praceding case is the
department expected pubsequently to give up an existing teoured

position im retwrn.

Positions of types b) and ¢) are increpental o departments and to
divisions respectively, but are not incremental to the faculty as a

whola.

4) New positions. A positionm is made available to a
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department through the raising of new funds outside the University or
the transference of funds from other areas of the University's budget.
These positions are incremental to the faculty as a whole and increase
the total pumber of tenured faculty.

ii} Mew atgps in the ahort term. We belimve that it would be
possible to double the current number of tenured women within the next
mix yeara evec if there vere to be ao imersase in the gize of the
faculty, though we hope that in fact 2 modesat increase will be allowed.
But it will take time and placning to bring additional women into the

teoured vanks. The project must be initiated without delay.

Viewed from a certain perspective, the accomplishament of this goal is
clearly feasible, If we take scheduled retirements, of which there are
52* batween 1984/85 and 1589/90, together with voluntary departure rates
for the paat decade to predict the future, we can conclude that at least
&0 FAS tenure slots ought to hecome available during the mext six years.
Aasuming that the pool of potanticl candidates cousists entirely of non-
tenured faculty, who are sbout 312 women naticoally and about 282 women
in the Yale Faculty of Arts and Sciences (1983/84), and assuming that
men and women are promoted at approximately the same rate, we should
expect a corresponding proportiom, i.e. at least 16-18 of the replace-

meat tegure appointments, to ba women.

If all the above adsumptions were correct, them cur goal of adding
" at least 15 tenured women would be schieved automatically, However, the
teal pool of potential candidates for Yale professorships includes
tenurad feculty at other universities, and women are severaly under-
represented at the'w.oat aenior levels of thim group. The problem iy
compounded by the fact that, as was emphasized in Section IV, our
external appointusats equal or exceed internal promoticns in precisely
those divisions {Humanities and Socizl Sciences) in which non-tenured

women are concentrated. Decisive action is needed te end the impasae.

*This figure includes six faculty members presently on phased retirement.
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We recomsend that the Provost's Office notify all departments that
fifteen slota are available to provide for a doubling of the oumber
of tenured women in the Faculty of Arts and Sciences. These slots,
{f pot new (incremental, sande d), should be reazliocated within the
divisions (senae b), snd they sbould be awarded on & competitive
baaig. Lf there is to be no iperease iu faculty size, the 5lots so
used should be recovered by the Provost's Office from esch divi—
gional pool mo later than the aud of the six year period. We want
to stress that any reccvery of slots should be at the divieional
lavel, not vecersarily at the expense of departments that have
taken positive actjon. Departments that do oot avail themselves of

this opportunity may risk loaing a pesition.

We recommend that the Provoat's Office immediately begiu

daveloping procedures and guidelines for implementing this plan.

The carrying out of these recommendations calls for less reliance
thae in the past on eminence as proof of excellence in the making of
tenured appointments, in the ghort term, Among womel, it is the younger
group that comstitutes the dominant pool. Special departmental efforts
will be required to ideatify the best candidates in this group. The
provision of new and divisionally reallocated positions would sotivate
departments ko initiate the search process, and would ensble them to

match the timing of their offers to the opportunities thua discovered.

It is not our intention that every womal propased for tecure
during the next six years ahould/compete for ome of these special
slots. This would be uot only an unnecessary but also a bighly unde—
sirable consequence of the adoption of our plan. Rather, we would hope

that departments, iw response to these new opportunities, would renge
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widely in their thinking, seeking ocut exceptional women scholars in s
variety of subfields, with more tolerance of field cverlap zod lesa
concern for the ezact timing of retirements tham in the past. Such
action would supplement, rather than replace, the regular search proces—
ses, such as are ifnitiated to replace departing faculty members in a set
fiald, Additicnal women might well be brought into the temured ranks

through these processes both from ocutside Yale and from withim,

Nor should implementation of these policies be allowed to result in
relative disadvantage to Yale's nou-tenured male faculty. Fromotlon
rates within divisions are now essentially equal for men and women
{Table IV.3} and we balieve that they should remain sc. Insofar as the
policy results in less emphasis on eminence as proof of excellence, it
will, in fact, work to the henefit of both male and female mon-tenured
faculty. In this sense, our recommendation is at one with the Tobin
Coumittee's call for placing greater weight on echolarly promise in the

making of tenure sppo:i.ntment:s.m

It might be argued that to epact the policies we recommend solely
by zeallocation would have the disadvantage of temporerily limiting the
number ¢f appointments of ascholars of leog-established reputation. We
think this disadvantage is outweighed by the clear advantage of brimg-
ing to Yale scholars who will spend their wost creative years here, aond

whoee presence will enhance the diversity of the faculty.
Hor need this limitation be accepted. It would be overcome by the

creation of uew positions to enable departments to take advantage of
excepticnal opportunities for increasing faculty strength.

10 peport of the Ad Hoc Committee on Faculty Appointments, 1581, 7.10,
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Wa recommend that Yale make every sffort to fimnd the resocurces Lo
astablish new positions to increase faculry diversity in the short

term.

D. Plavnjog for the 19307s

The decade of the 1990'a should be viewed as the period in which
the number of tenursd women faculty <azn be brought up to a level
corresponding to the appropriate pool of candidates, TPlanoning for
additiogal slots to help make Chis poseible should begin nmow. It 1id
unlikely thet all such positions can be new, nor need they be, since
the number of acheduled retirements during that dacade {129
correspouds to 39% of the current tenured Faculty. However, we balieve
that the possibility of some departmental growth will continue to
provide sn important source of motivatiou in rthe search for qualified

womer achkolars.
w W

We recormend that to help motivate the search for tenured women,
Yala's fundraisicg efforts include a stvong eapbasis on endowvment
to support a 5% increase in the size of the tecured faculty duricg

the 1990%.
* k h

It goes without saying that io moving toward these goals, Yale can
and stould maintain its bigh standards for promotion and tenyre acroe
the board. We believe that if the abilities and achievements of women
scholara, both youngar and more established, are recognized without
prejudice, the beat women will naturally take their places in the

Paculty of Arts and Sciences beside the best med.
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Vi, Affigpmgtive Action: Monpjtoring Procedures
Introduction

Procedures for sppointments in the Faculty of Arts and Sciences
bave recently been extensively reviewed by the 4d Hoc Committee cn
Faculty Appointments {the "Tobim Committee™); its report includes
spacific consideration of affirmative action momitoring. O0fficial Yale
policy, as set out in the Paculty Handbook, the Provosi's memorandum o2
Procedures for Faculty Appointments, and a statement issued by the Yale
Corporation on 7 February 1975, c¢learly prederibes wide-ranging search
procedures for new faculty members, with empbasis on finding qualified
women and minority candidates. Each departmental sesrch muet be
spproved for couwpliance by the Affirmative Action QOffice. Additional
steps recommended by the Tobin Committee* were (1) closer interaction
batween the affirmative action officer and the departmental search
committees and {2) a more active role for the Affirmative Action Office
in developing informatian likely to be helpful to departments., It was
further recoumended that a report on each search be forwerded to the
appropriate Committee on Secior Appointments. Ia aocther Tecent
development, the Provost has designated ome of the Associnte Provosts
as the official having special responsibility for faculty affirmative

acticn.

Of equal importance to affirmative zction monitoring procedures is
the perception of these procedures by the faculty, since it is thay,
through their seareh committees, who will be crucial in altering the
gender balance of the Faculty of Arts and Sciences. In our imterviews

we explored these perceptiona.

Perceptions of affirmative action wmonitoring procedures proved te

be varied. Some non~tewmured faculty, men end women alike, were ynawiTe

*Report of the Ad Hoe Committee on Faculty Appointments, 1981, Recommen-

datioms ¥VIL.1-3.
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that such procedures existed, Haoy, indeed, were poorly informed about
all aspects of the promotion procesa. Views differed as to the effec—
tivenass of the University's coumitment to affirmative action in iaftu-

ancing departmental biring decisiona. Some Chairmen suggested that

affirmative action policy w;prous ly promulgated now thao it had
———e

W% r_af them, the wonitoring.progeis

zeemed to ba a Fairly mechamical, but mecessary, prereguisite for getting

o erres

a proposed appointmen‘i—f:for; the appropriate Committee on Seuiox

Appointments. So far as the department Chairmen were coacerned, the

'mﬂ‘ﬁlfofiﬂrm'fe‘ﬂ‘]‘en‘e?i:éa oo real sense of urgency about an ongoing

lasus,
..,._.--"""-—
A. Improvements in the Mguitoriog Procedures

For the most pact, a¢ far as jndividual dacisious are concerned,
the procedures for the monitoring of affirmative action performence A&em
aiaply to provide a checx after the fact. In particular, we found
1ictle mvidence that discussicae besaring on affirmative action take
place on 2 regular basis betvesn deparvtment heads and the Aasogciate

Provosts to whom they reportl .

The designation of sn Assaciste Provost as haviog special
responsibility for furthering the Univeraity's comitment to equal
opportunity and affirmaCive action is a positive step, vhich we endorse.
Wa should like to saa this sesigoment of respouaibilicy continued and

the responsibility itself more clearly dafined.

* W x

We recoumend that one mewber of the group of Agsociate Frovosts be
given central ragpounibility for coordinating all activities of the
Provost's Office bearing oca affirmapive action, ineludicg the pro-
cessing of recommendations for sppointmenta acd the review of

effirmative action reports from departments. This pfficial should

oversee the monitoring of faculty appointments and promotions by
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the Affirmative Action Office, and sbould help Yale take tha ini-
tiative in going beyond mere demonstration of compliance with
government regulations, These new initiatives will undoubtedly
require additional wtaff support.

Ve recommeed that zffirmative zction performance automatically be
placed on the agenda of the anoual budgetaxy discusgions between
each department Chairmsn and the responsible Deputy or Asscciatae

Provost.

The Committee heard reports that in some instances a field inm
which a sesarch was inatituted bad been defined so narrowly as to favor
2 particular candidate, even to the point of excluding women who

otherwise would have had to be considered.

We recommepnd that in authorizing searches, whether for teoured

or for non—-temured positigns, the Advisory Committee and the Execu—
tive Committee be vigilant to easurs that fields are oot so defined
as to be potentially exclusionary. 1In cases vhers, by agreement
with the Provoat and the Fxecutive Committee, departments do not
need mpecific authorization for individual searches, the monitoring
process at every stage should include particularly carefﬁl acrutiny
of the field definition and the ceustruction of the comparison

group.

If women are to ba added to the tenured faculty, it is of the
utmost importamce that every effort be made to include the names of
qualified women among the possible candidates listed in "blind" letters

Tequanting evaluations.
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We cecommend that it be stated in Yale's affirmative actien palicy
that "oligd" letters are expected to iaclude the names of qualified
womer ameng possible candidates. TIf no such Dames ire presented,
a covering letter to the Assaciata Provest having regponsibility
for affirmative actiom should list the names of women considered

for inclusion, and explain why they were onitted.

We recommend that the Associate Provost reaponsible for af€irma=
tive action prepare ao snmual report, including information aﬁout
the represearation of women on the faculties of individual
departments. This report should be widely diseributed. It might,
for example, be published in the Weekly Bulletin and Calendar, &8
ara reports of some University commitrtees that serve wonitoring
functions.

W W

B. 'ﬂndg;;gg:gsgn;s;;’gn: Targeted Depgrim nts

By the nature of pur appointments proceduras, with their strong

empbaais oo departmental gutonomy, on_]_{_d_:?_l_t_i_'-;“_iﬂ and their search

committees can in the end improve the gevder balance of our faculty.

mﬂ:—reuons, departments have differed considerably in the
dagrese to which the preportion of women in their faculties bas
imcresased. Although Cthe Committee recognizes that in some Fields the
small size of the availability pool is grill a comstrafning factor, it
beliaves that in some departments lack of commitment and diligence has
contributed to & pooT record. Such departments should be "cargeted”
and required to ipstitute procedures depigned to increass the

jikelihood of their appointing additicnal women.

* o

We recomzmend that apecisl attestion be focused on dapartments

whose level of staffing by women has, for at least threa years,
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been inadequate in relation to the “utilization" standards
calculated by the Yale Affirmative Action Qffice. Departments
with oo women ou their tenured faculty, tegardless of whether they
bave wmat the above criteria, should be ineluded in this targeted

group.

Wa recommend that the Chairman of each tsrgered department be usked
to appoint an Advocacy Committee charged with idenrifying women
scholars who might be suitable additions to the department's
temured and non-tenured faculty, and with srguing the cases of
women candidates for positiona. %The lists formulated by such
Committeas should be anoually transmitted to the Associate Provost
responsible for monitoring affirmative action, where they would
remain available for future reference. The members of these
Committees might also take the initiative in fostering the

interest of such women in Yale.

Oue of the main reasons for correcting the gender imbalance of our
faculty is to provide studenta, both graduate and undargraduate, with a
view of the professional opportunities pow available to women. Active
student interest could provide an additional incentive and help to
departwents in the process of biring. We believe that this imterest
should be channeled. At the discrecion of the department Chairman,
studaants might be comsulted ot invited to meet with the Advocacy

Committee.

The search procedures of targeted departments should be closely
moenitored.
* % *
We recommend that when a search in a targeted departmenﬁ begins,
the search committee, together with the departmeunt Chairman, meet
with the Associate Provost responsible for affirmative actiom or
with an offical designated by the Aspociate Provest, to discuss

strategies for identifying womeu candidates.
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We recommend that the "blind letrers” sent out by targeted
departmenta be approved by an appropriate membar of the Provost's
Office before mailing to emsure that every effort has been mada to

include qualified women candidates.

The proceduzes, if adopted, will become simply anether set of
__-_..-—-—U"—'-'_.-'.—_'

bureaucratic hurdles ucless the members of the comzunity respood, as we
it e ittt

TR e

,——-—-—"'m-"- ._.,.r—"--—“_'-'_.-—-.. - 1] -_ . -
urge them ta, withi Téoeved commitment, expreseing in actioo their
- - ___.,-‘-'—--'-'.‘

e ey e P e .
woavicticn THAt EHe present percentage of womea faculty, especially at

the tenurad level, wust be inereased, not in the next few decaden, but

in the next few years.
€. Gpisvange Procedures snd the Monitoriug Procegy

Through intervisws and privately commnicated cooments, the
Committee heard z number of complaints about the constitution and
affectiveness of Baiveraity grievance procedures as they bear ou the
promotion and temure of women faculty. Our imvestigation of this
aub jact was limited, since the Tobin Committea had recently conaildered

it in detail and made a pumber of recomzendations for change.

The procedures to be followed by faculty members who believe they
hive been treated in & manner imconsiatent with University policy oo
reappointmant apd prometion are described in Section IIT of the new
Faculty Hendbook, vader the beading "I, Decisions Hot to Reappoint or
Pramote and Their Review. The stages of review are similar to those
which governed matters of this kind from 1977-82; they include informal
conpultation with a panel of teoured faculty designated by the Desaus,
fnllowed, if the grievanot sa wviahes, by a direct formal appeal to tha
Dean. All faculty bave the right to seek formal redresa from the
Provost. If this step is taken, the case is heard by the Ravievw
Committee, which is a Frovostial staoding coamittee of the Faculty of

Arts and Sciences. The Provost considers the Committee's
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recommendations, but is not obliged to accept them in making a Final
decieion, In cases where the complaint slleges involvement of the

Provost, the final decision is made by the President.

The changes in this section of the Fgeulty Handbook resulting from
the Tobin Committee report invelve additiocal procedural protection for
the faculty grisavant, including the right to have an advisor at the
beariag, to examine relevant non-confidential documents, and to receive
a copy of the Committee's Jurmary and conclusions. Time limits for

each step of the process are specified,

We were informed by the Gegeral Counsel's Office that during the
intarval 1977-13%82, six Review Committee cases involviog promotion and
teuure were heard university-wide, with three of these in PAS; five of
the wix grievants wera women, Redress of grievances bas beea sosght
ocutside the University in two of the sir cases beard by Review Commit=-
teat, snd in three other cases of femals faculty who did not use the
provostial review mechanism. Complaints were filed with the Federal
Equal Employment Qpportunity Cowmission, the State Commissiozn on Buman -
Bights and Opportunities, and in Federel District Court. To our know-
ledge, none of these actions has yet led to a judgment agaivst Yale; one
has been setfled out of court. In view of the high proporticn of
females to males in the above cases, the adequacy of Tule's grievance
procedires clesrly bas an important bearing on the situation of wvomen at

Tale, and sbould be periodically reassessaed.
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VII. Family Support gnd Papt-time Options

As was stated in the Introduction to this Report, fundamental saciat
changes are not ouly produciug more women in the academy, but glso
fosteripg sicgle-parent and two-career families, Yale cam, if it
chooses, wmake the academic environment wore we lcoming to women apd take a
leadership role in addressing the evolving needs of the individual and
the family by making more generous provisions for maternity and paras-—
ting leaves, providing fully supportive day care and after school facil-
ities, #nd marshallicg rescurces to help find soployment for the spousdes
of those who join ite faculty and staff. Such provisions would serve to
improve the guality of lifa for everyome in the community, even as they
improved Yale's ability to compete with other institutions in attracting

and retaining both male and female achelars.

A, Maternity and Parenting Leave

We have found that there is some dissatisfaction with the maternity
leave policy currently available to the Faculty of Arts and Sciences,
according to which pregnant faculty are eatitled to oue term's leave of
absence without pay. During this time, TTAA/CREF benefits alsc cease;j
the University continues to pay its usual share of health ingurance and
group life imsurance premiums. (The mbave statement of policy was
verified for us by the Provost's Office; we recommend making the rele-
vant language in the Faculty Handbook clearer and more explicit.)
Pregnant faculty who have not taken a leave without pay are gsotitled to
continuation of malary and benefits if they are "remporarily disabled as
a result of pregmancy or childbearing"; procedures are the game as fox
faculty temporarily disabled because of illness or aceident. But those
eligible are often hesitant to take maternity disability leave because
the teaching of their couraes sust be provided for im their absence, and
they are reluctant to saddle their colleagues with this additional
respousibility. Comments we received indicate that faculty women fimd
it difficult te request substitute teaching from their departments.
Euforced absences resulting from illsess seem to arpuse mote sympakhy

than those resulting from pregoavcy.
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We recommend that provision of substcitute teachicg during
preguancy disability be regarded as & departmental respomsibility,
acd that funds be made available ic the Provost's Office to cover

those circumatapces where temporary appointments sre necedsary.

We recommend that departments be responsive to requests for
variation in teaching assignments during an academic year in which
ehildbirth is anticipated. FPor example, an increase in Leaching
aasiguments in one term might be compensated for by a smaller
teaching load in the term in which childbirth is exzpected. If such
arrangeuents require & temporary increase in personcel, the Provost 's

Office should be prepared to pay for supplementary teaching help.

The policy of the Yale Medical School, adopted in 1976, is wore
generous iz its provisions, offericg a minieum of six weeks of paid leave

for pregnant fsculty, and parentbood leaves for both men aad women:

A pregnant faculty memher ism entitled to & minimum of 0~2
veeks maternity disability leave prior to the expecred
date of delivery and 4-6 weeks disability leave folloviog
delivary, with a total disability leave tima not to exceed
6 weeks, With a physician's certification of disability,
howevar, disability leave may begin before this time,
and/or be extended beyood tbis rime, as necessary. During
disability leave time, the employee shall contioue to

rocaive ber ugual pay and fringe benefits.

A new parent, of either sex, shall also have the option of
parenthood leave and, upon return, is entitled to
reinstatesent in the position held prior to goiag om
leave, or to ove substantially similar therero, with oo

loss of seniority benefits or other privileges of
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employment. Departments are also urged to consider making

part-time working arrangements for new pavents,

Parenthood leave shall take the form of 3 lezve of
absence, without pay, f£or a period of time mot to exceed six
wonthe, Llonger leaves may be granted oely with the

approval of the Provost. 11

The Yale Medical Schoel policy, unlike that of the Faculty of Arts
and Sciences, addresses itself to a major shift in coftemporary
attitudes: the increasing importance attached to the role of the male
in parenting. We believe that & more thoroughgoiag response to thia

shift is needed on YTale's part.

We recoumend that the maternity leave and parenthood leave policy
of the Yale Medical School be sdoptad for the Faculty of Arts and
Sciences, except that parenchood leaves should Be for oue academic

term, Such leaves should mot be counted as time on the ladder.

Tha ioplepsntatica of this policy would, we know, require additicoal

funds. But the resultant gains would be great. It would demonstrate
to all that the Yale community is supportive of its womeu faculty, and
it would make Yale more attractive to those families, ever increasing

in number, in vhich both spouses ire sctively pursuing careers,

11 "Maternity Leave and Pareanthood Leave for Faculty Yala Oniversity
School of Medicine, adopted 1976,
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Finally, sioce an academic leavs of absence allows greater freedom
in plasnieg one's time, there would be congiderable advantage to both
faculty and their departments if a scon-to-be available leave could be

taken to coincide with ehildbirth.

(a2 We recommend that there be flexibility in the scheduling of leaves
of absence with pay for both femgle and male faculty to enable
guch leaves ta coincide with pregmancy and childbirth.

BE. Day Care and After—School Programs
Yale currently supports four different day care facilities, either
througk funding or provieion of space. Yale aleo provides a list of

atea day cara centers for interested parents.

Among ten inetitutions of higher education that responded to &
1982 Dartmouth College survey (see FASACEW File in 555 103}, Yale's day
care provisions are more extensive than those of Dartwouth and Princeton
aod less extensive than those of Harvard and Stanford.})2 At Harvard,

according to the Dffice of the Child Care Advisor,

There are seven independently incorpordted and tuition
funded day care centers im Harvard-Badcliffe properties.
Space, utilities, and lapd lard services for the centers
are provided at nc cost to the users by the various
schools and departments within the University. The
centers are fully licensed and have high quality

professional staffa,l3

IZSurvey of Child Care at Selected Institutions of Higher Educstios,

Dartmauth College, New Hampehire, 1982.
13 gffice of the Child Care Adviser, Harvard University, MA. 1981,
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Stanford zlso supperts seven child care centers and has an office
establiahed in 1977 called "The Childcare Resource and Referral Center."
Both Harvard aud Stanford provide an after-school program, which Yale
does not. Lo its responss ta the Dartmouth survey, Yale indicated that
it felt no mecessity to expand servicesa at this time, whereas Harvard
and Stanford beth stated that they were currently expanding their pro-
grams, Coruell and M.LI. were the coly respondents who gaid they

offared day cate as an employee benefit.

The Coxmittae received some criticism of Yale's day care services,
especially concerning the lack of sufficient om-aite facilities, zod the
naed to match the hours during which facilities are open with faculty
gchedules, which often include semioars or cormitres meetings runniag
watil 6 pam. Io addition, it was fell ty some that faculty with
¢ollege-aga children were disproportionately favored by the college tuition
bagefit over those with younger children, whose care is not subsidized

by the Tniveraity.

(28) We racomsend that Yale survey the faculty to obtain full
informatioe about turrent day care and after-school child care
needs. If such needs are identified, Yale shonld provide more
opportunities for on-cazpus day care and aftar-school child care
programs, Child care expenses should be iocluded {as previously
planned) zs pact of the University's flexible benefits program
yhen that program is reinstituted. Yale ahould designata a meuber
of the administrative staff to provide jnformation and comsult

with parents sbout child care and educational cpportumities oo end

aff campus.

*® 0 K
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There vas general sgreement that more sssistance is needed in
engbling the spousss of potentisl or new faculty membera to find appro-
priate positions in the area or to pursue desired educational goals,
This issue is sensitive when both membera of the couple are academics,
and easpecially when they are equally qualified, We recognize that
departments way be reluctant Eto reorganize their field priorities to
accommodate the needs of other depsrtments. We urge, however, that in
such cases the potential bemefit of the double hire in inereasing
faculty diversity be carefully conaidered, both by departments aud by

the administration.

The University also hae difficulty in locating appropriate job
opportunities for spouses whose oceupations are pon-academic, But if
Yale is tc be able to attract and retain the high quality faculty it
seeks, it muat mignal its concerm about the issue and provide z maximum
of information and practical assistance. All areas of the University
miat be encouraged to cooperate inm providing access to academic and
other employment opportunities for spouses of potential, sew, and
current faculty. The University is fortuoate is having im its community
large sumbers of people who are well informed, or who know people who
dre well informed, about job marketa in New Haven or within commuting
discance, A structure for taking advantage of these resources is

neaded.

Wa recommend that Tale designate an individual in the
administration, preferably im the Office of the Secracary of the
University tather than in the Personnel Office, to help the
spouses of mewly hired or current faculty to locate suitable

emp loyment or educational opportuaities.
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* W
D. Part-time ladder Faculty Posirions

An option at Yale of potential besefit to faculty of both sexes
exista in the form of part-time ladder positions, with appropriate
extension of the time allowed at succeasive rank levels. To determine
the extent to which advantage is bheing taken of this option, the
Committee requeated data on part-time ladder faculty; the informaticn
was not readily available for the years prior to 1982/83, However,
even this limited body of data presenta s pattern. Few ladder faculey
in the Paculty of Arts and Sciences hold part-time pasitions. (There
were six in 1982/83, and seven in 1983/84.) The nuzbers of part-time
male and female faculty are about equal. However, the proportjien of
women (3X) is conaidarably higher than the proportion of wen {5 te
J2%). As regards stxtus, the majority of the women are non-tenured,

while the majority of the men are tenured.

We believe that the parc—time ladder option should continue to be
available. Though, for various reasoma, it is desirable that those
ho 1ding academic positions should devote full time ro them, we
recognize that peracual or profeasional circumstances way temporarily
dictats othervise. In such cases, the possibility of prowotion and

tenure ought mot to be ruled out,

We recommend that accesaible records of part—time ladder faculey

be maintained,

We recommand thar department Chairmen inform prowpective and new
sembers of their faculties of the possibility of part-tima Ladder

positions.

L
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The part-time ladder cpticm may take amother form, nanely, an
sppointment shared by two faculty mewbers. So far as we know, no such
arrangements are currently in force at Yale, but under certain

cirecumstances we balieve that they might be advantageous to both the

individuals and the departments concerned.

* bk

¥e racoumend that the Provost's Office affirm that the shared
ladder appointment is an available option, and that department
Chairmen inform prospactive and new members of their faculties of
its existence,
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ViIT. logking Toward the Futute

Tolitica is the art of the possible. Varying the theme, one might
say that committee reports are the art of the politic, and that their
recosmendations, however great the urgency dictating them, must remain
within the limits mot only of poesibility but of practicality.
Throughout our report, we have borne these limits in mind. To put
moat, though not all, of our recommendations into effect, little moTe

is naeded than conseat and coutinuing good will.

But the iimits of possibility are not fixed: they change as the
changing timas cansde us to reimagine them. In this lasc saction of out
report, we wish to turn from our critique of the present situatien to

our hapes for a possible future.

Yale's Faculty of Ares and Sciences well desarves its eminedce se
a community of acholars, which is linked within itself and to its
undergraduate and graduate students by the smaller commnities of the
Colleges and the Graduwatsz School, Twenty-five years ago, through the
making of two appointments, the process of brisging women scholars inte
that community had its begivmings. Io more recent years, womeo have
been added to tbe Faculty in nuambers increasingly — though as yet by
no means fully — proportiomate to their numbera in the academy at
large. They have iocreasingly earued respect for their achievements,
and they have been jncreasingly imbued by that respect with the deeply
rooted self-coufidance Erom which a1l achievement in the arts and
gciences mmat spring. What has bappened here Bas happened throughout
the world of higher education. It is a drame that is bound to rTum its
course, and in which Yale will inavitably play a part. 3But i what
apirit will that part be played? We believe that Yale should do more
than acquieace in the ongoing assimilation of women into its faculty.

It should take aod hold the jinitiative.

An essential step toward gainiag that fnitiative would be Tale's

getive commitment to the doubling of the number of tenured women in the
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Faculty of Arts and Sciences by 1990. We have shown that this can be
accomplished within the limitations of present Tesources., We recognize,
however, that the carryiog out of other recommendations that we have
made wounld require the assignment eithar af reallocsted or incremental

funda .

We therefore end our report by unanimously requesting that &
sebgtantial fundraising drive be undertaken, both to help implement
promptly and fully the recomsendations we bave made, snd to enlarge the
programa, facilities, and administrative operations of the Faculty of
Arts and Sciences in ways reflecting not only the letter of cur
racommendationa, but also their apirit, We do this in the shared
conviction that such implementation and enlargement would be of benefit
pot to YTale's wmen alone, but to the Yale community as a whole, and we
uish.to emphasize that noce of the specific proposals listed below

would, if adopted, rule out male scholars.

The funds rasulting from such a fund drive could be vesed for a

number of the following purposes:

1. To ineresse the size of the tenured Faeulty by 5% iu the
1990's., (See p.49)

3. To establish z named Professcrship for a distinguiehed scholar
with an interest in the history and achisvements of women, or the
representation of women in the arts, or some other aspect of the
scholarahip on women, to play an active role in the admwinistra-

tion and development of the Women's Studies Program. (See p.25)

3. To establish an nonual Vieiting Professorship for a distin-
guished scholar represeuting the achievements of women, or
specializing in the scholarship on women, to teach in the
College or the Graduate School, this Professorship to be

awarded to departments on a competitive basgis. (Ses p.24 )
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To fund a top—grade lecture or seriet of lectures to be given
by a distinguished scholer representing the achievements of
women, or specizlizing in the scholazabhip om women, to be

awarded to departments on a competitive bamis, {See p.24)

To establish a program of fellowships for one-term academic
leaves for non-tanured facuylty whose committes,
administrative, or advisory responsibilities have been
especially heavy. (3ee p.85; a Memorandum describing a
similar program at the Univarsity of Wisconsiv-Madison appears

as Appandix C.)

To establishk, with hesdquarters at Yale, a Regiocal Advisory
Agency for Educational and Job Opportunities, to pool
information supplied by other educational imatitutions and by
business organizationa, for the purpose of helping spouses of
aither sex, when the other apouse has been hired, tc abtain
appropriate job placement or te further desired edycaticnal
goals., {See pb2)

To finance @ wore comprabensive palicy of maternity and

paranting leaves. {See p.S57)

To upgrade day care facilitias and to provide after school

prograns for children., (Sea p.6G}

To provide additional support to the staffs of the Provoet's
and Affirmative Action Qffices in the mouitoripg of promotion
and tenure decisions, and to the Degn of the Graduate 3chool
to support the recruiting of women graduate students in fislds

jo which vomen are underrepresented natianally. (See pp.26, 33,
51, 53)
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The demands on Yale's rescurces are copstact and powerful, and
there are many worthy causea to the furtherance of whieh additional
funds, if raised, might well be devoted, Why, then, should our claima,
as a Committee of the Paculty of Arts and Sciences, have priority? We
auswer that the Faculty of Atts and Sciences is at the heart of the
University's tradition of liberal education. To be a member of thak
Faculty is to belong to a body of citigens, diverse in enterprise and
out look, yet bound together in an ougoing process of mutual civility.
In the end, it is our sense of thia pervasive ecivility, and its
fostering effect on the intellectual life, that ties us moat strongly
to Yale. Women have earped the right to participate more fully in that
life: in sa doing, they will add to its diversity and enhanca its
quality. To reach out to them with 8 splendidly magnanimous gesture
such as we have snvisoned would meke Yale visible on the academic gcene
far sed wide, and in the best possible light. And the moment is
propitigus: given the spirit of the times, such a gesture would surely
strike a responsive chord in those interested in the quality of higher
education for both women and men, The women and men of this Comnittee
are united in the belief that there could be no more appropriate way

to bring Yale to the beginning of a mew cenfury.
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List gf Recommepdatioas

We recommend that diatinguished women be sought ocut, and
iovited to visit the University, both as teachers at
undergtaduste snd graduate levels sod as bolders of our

prestigious lectureships. {p.24)

e reccmmend that funds be sought to counticue and

expand the Women's Studies Program ic the long term. (p.25)

We recommend that the Chairman of each departmest con-=
gult, early ian the academic year, with an Associate
Pravost about the status and prospects of each oon-—
tenured womaa in that departmeat, drawing streation to
the names of those showing exceptional promise. In such
cssas, Chairmen sbould not assuua that promoticu to
tenura is out of the question just becauss ag appro-
priate slot will mat be avsilshle whea appointment od

torm catoot be further prolonged. (p.33)

He recommend that these consultations be follawved uvp by
conversations betwaen Chairmen agd the nou-tepured womend
in quastiou., Chajrmen should give each woman candidate
sdvice as to departmental avalustions aud tepure pros=
pects, and, when appropriate, encouragement and instruc—
tions as to how to proceed in furthering ber case.
Clearly, all non-tenured women camnot be given equal
cause for optimism, but concern cad agd should be

ahown te all. Evary effort ghould be made to eliminate
neadless confusion, as well as to dispel needless pes—

simigm. (p.33)

We recomamend that at the and of each acadamic year the
Associate Provost responsible for affirpative acticn

conduct & Full review of 11 departures of won~tenured
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faculty in each department. To this end, department
Chairmen should supply to the Associate Provost a record
of the last departmental action in each casa, sud each
person leaving Yale should be invited to submit & coafi-
dential statement explaining the reasosn for hia or har
departure. The resulting anonymoue information would
enable the Affirmative Action Office more easily teo
discern patterns of departure and see how they correlate

with patterns of promotion over & period of time. (pJ33)

(&) We recommend that whee the interest of another institu-
tiocn in a teaured woman is brought to the atteation of a
departwent Chairman, the Chairman respond both peaitively
and prowptly, consulting the Provost's Office without
delay to ask that sufficient rescurces to meke appro-

priate countermoves be made aveilable. (p.36)

(7) We recommend that the Provost's Office sahare the respon-
sibility with the department Chairman of responding
positively when ocutside offers are made to tenured

women. (p.36)

8 We recommend that the University make certain that the
salary gender coefficients at renured and non-tenured
levels do not show a persistent bias in favor of wen,
(p.37)

(9) We tecommend that tha Provost and the department Chairmen
pay particular sttenticu to keeping the salaries aof
teoured women at levels fully competitive with those at
otber institutions, whether or not outaide offers have

been reported. (p.37)

(10 We recommend that Yale announce its determimation to double
the number of tenured women on the Faculty of Arts and Sciences

frow 15 (in mid 1983/84) to at least 30, by 1990. (p.43)
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We recomend that the Provost's office notify all depart-
meuts that fifteen slots are availsble to provide for a
doubling of the puzber of tenired women in the Faculty of
Arts agd Sciences, These alots, if not mew (incremental,
seuse d), should be real loczzed within the divis ions
(sensa b), and they should be awvarded on s coupetitive
basis. If there is to be no {ncrease in faculty size, the
slots s0 used should be recovered by the Provoac’s Office
from each divimicaal pael na igter than the end of the Bix
year period. We want to wtreas that ady Tecovery of slots
ghould be at the diviaiomal level, not neceaparily st

the expense of depdrtments that have taken positiva
m:l;i.on. Depaxtments that do not avail themsalves of

this opportunity may risk 1oaing a poasition. (p.A7}

We racommend that the Provest'a Office immediately begia
daveloping procedures aund guidelines for implementing this

plan. (p47)

Ye recommend that Yale make every effort to find the
resources to establish aew pesitions to imcrease faculty

diversity in the short term. (p.49)

We :_:ecomend that to help metivate the search for temured
women, Yale's fundraising efforts include a stroog emphasis
op endowment to sappoTk £ 57 incresase in the wize of the

tenured faculty during the 1990's. (p.A9)

We recommend that ous member of the group of Associate
Praovests be given central reaponsibility for coordinating
all activities of the Pravost’s Office bearing on affirma=
tive sction, includiog the proceasing of recommendztions
for appointments and tha raview of affirmative sction
reparts from departments. This official should overssa

the monitoring of faculty appointzents aod promoticus by
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the Affirmative Action Office, and should help Yale take
the initiative in going beyond mere demonatration of ¢com-
pliance to goverument regulations. Thesa wew initiatives

will undoubtedly require additional staff support, {(p.51)

We recoumend that affirmative action performance automa-—
tically ba placed on the agenda of the annual budgetary
discussions between each department Chairman and the

responsible Deputy or Associate Provest. (p.52)

We recowmend that in authorizing searches, whether for
tenured or for mon-temured positions, the Advisory Commit-
tee and the Executive Committee ba vigilant to emsure that
fields are not se defined as to be potentially exclusionary.
In cases where, by agreement with the Provoat and the
Executive Committee, departments do not need specific
authorization for individual searches, the monitoring
procesa at every stage should include particularly careful
scrutiny of the field definition and the comatruction of

the comparison group, (p.52}

We recocmend that it be stated in Yale's affirmative action
policy that "blind" letters are expected to imclude the
names of qualified women among possible candidates. If no
such Dames are presented a covering letter to the Associate
Provost having responsibility for affirmative action should
list the names of wemen considered for inclusiom, and

explain why they were omitted. (p.53)

We recommend that the Associzte Provost reaponsible for
affirmative acticn prepare an annual report, imcluding
information about the representation of women on the
faculties of individual departments. This repert should
be widely distributed. It might, for example, be
published in the Weekly Bulletin and Calendar, a3 are

reports of some University coumittees that 2erve moni-
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toring fusctions. (p.33)

We tecommend thar specisl atbention be focused on depart-~
ments whose lavel of staffing by women has, Eor at leasc
three yeara, beeo inadaguate in relztion to the "utiliza-
tion" standards calculated by the Yale Afficcative Actiom
Office. Departmencs wich no woues cd their cepured faculty,
ragardleas of whether they have met the above criteria,

should be included in this targeted gTOup. {p.53}

Ve recommscd that the Cbairman of each targeted depavtment ba
atked to appoint an Advocacy Committese chargad wich
identifying women acholars who wmight be suitable additions

to the departmest’s tenured and non-tesured faculty, and
with arguing the casas of women candidates Eor positioas.
The lists formulated by such Commitrees should be asnually
grapsmitted to the Associate Provost respousible for moni-
toring affirmative action, where they would remain available
for future refarence, The members of chese Committess

might slso take the jnitiative in fostering the interest

of such women iun Yale. {p-54)

We recommend that when a search ia a targeted department

begins, the search committes, togather with cha department
Chairman, meet with the Associate Provost responsidle for
affirmative acticn or an official desiguated by the Assao—

ciate Provost, to discuss strategies for identifying women

candidatas. (p.54)

We recommeud that the "blind letters"” seot out by cargeted
departmants should be approved by am appropriate member of
the Provoeat's Qffice bafore wailing to ensure that every
effort has been made to include qualified women candidates.

{p.535)

We recopmend thar provisioa of substitute teaching during

pregoancy disability be regardad av & dtp&rtmental respon-
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sibiiicy, and that funds be made available in the Pro-
voat's Office to cover those circumstances where

temporary appointments are uecessary. (p.58)

Ve recommend that departments be responsive to requests
for variation in teaching assignments during an academic
year in which childbirth is anticipated. For example,
an increase in teaching zesignments in one term might be
compensated for by a sealler teaching load in the term
in which childbirth is expected. If such arrangements
require a temporary increase in personnal, the Provost's
OfFice should be preparad to pay for gupplementary
teaching help. (p.58)

We recommend that the maternity leave and parenthood leave
policy of the Yale Medical School be edopted for the Faculty
of Arts and Sciences, except that parenthood leaves sbould
be for one academic term. Such leaves should not ke

counted gs time co the ladder, (p.59)

We recommend that there be f£lexibility im the scheduling
of lesves of absence with pay for both female and male
faculty to enable such leaves to coincide with pregnancy

and childbirth. {p.60)

We recoumend that Yale survey the faculty to obtain full
information about current day care and after—school child
care needs. If such peeds are identified, Yale should
provide more oppertunities for onm-campus day care and
after-school child care programs. Child care expenses
sbould be imcluded (as previously planned) as part of the
Cniversity's flexible benefits program when that program
is veinstituted. TYale should designate a member of the
administrative ataff to provide information and consult
with parents about child care and educational opportuni-

ties on and off campue. (p.61)
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We recommend that Yele desiguate an individual io the
administration, preferably in the Office of the Secretary
of the Tniversity rather thsn in the Persosnel Office, to
help the spouses of newly bhired or current faculty to
1pcate auitable exmployment or educational opportunities.
{p.62)

We recowmend that accessible records of part-time ladder

faculty be maintaimed. (p£3)

Wa recommend that department Chairmen inforwm proapective and
nev members of their faculties of the possibilicy of the
parc-time ladder positiana; {(pb3)

We recommsnd that the Provoat's QEfice affirm that the
ehared ladder sppointmeot is an available option, and that
department Chairmen inform prospactive and new meshers of

their faculties of its existence. (p£4)

Appendices

Far repocts of other committees and groups revieving the
situation of womem ou the faculty at Yals, and other
materials related to this Teport, see FASACEW File, available
in 953 103,
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APPENDIX A:
WOMEN IN TAE FACULTY OF ARTS AND SCUENCES DEPARTMENTS AND PROGRAMS AT YALE
-'1982-83
Number and Pegcent
of

Ladder Faculty, Graduate Studeats, and Undergraduate Mazjors
{Comparison to Watiomal Availability Pool for Faculty]

Women as %
Woman as of Wational
DIVISION/ Total Rumbar of 4 Availabitity
Department Number Woman of Total Pool
HOMANITIES:
American Studies :
Tenured Faculry k) 1 33,37 22.1%
Term Ladder Faculty 6 3 50.0% 28.1x
Graduate Studenta 63 34 54.,0%
Undargraduate Majozrs 124 &3 50.8%
Clasaics
Teoured Facully B o 0% 21.32
Term Ladder Faculty 5 2 40.0% 35.2%
Graduate Studenta 25 11 42,33
Undergraduate Majors 13 7 36,82
Comparative Litersture
Tenured Faculty 2 ¢ G% 43,17
Term Ladder Faculty 3 1 33.32 52,1
Graduate Studencs 32 15 46 .92
Undergraduates Mzjors 28 20 T1.4%
Eaat Astiap L& L
Tenured Faculty 4 0 oL 17 3%
Teru Laddar Faculty 2 1 50.0% 32.6%
Craduate Students 27 111 37.0%
Undargradusts Majora 30 t4 46,72
English
Tenured Faculty 24 . & 16.7% 26.3%
Tern Ladder Faculty 36 13 36.1% 43,23
Graduate Students 74 37 50,0%
Undergraduace Majors 261 155 59.4%
French
Tecured Faculry 8 1 12.5% 48 .33
Term Ladder Faculty 8 4 50.0X 64 .43
Graduate Students 33 34 61,82
Todergraduate Majors 13 8 61.5%
Germanic Languages
Tewured Faculty 4 1 25.0% 32,82
Term Ladder Faculty 8 4 50.02 48.7%
Graduate Studanta 15 B 53.31
Uadargraduate Hajore 5 3 60,0

1. Faculty 1982 (Affirmative Action Office)

2. Graduste Students 1982-833 (Graduate School Begistrar's Office)

3. Undergraduate Majors Class of 1982-83 (Yale College Registrar's OfFfice)

4. Natioma) Availability Pool Tequred: ¥ of Women PhDs 1350-75
(Affirmative Action Office} Term: X of Women PhDs 1973-80
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Women as %

Wonen as of Fational
DIVISTION/ Total Numbar of z Availability
Departuent Number Homen of Tatal Pool

History
Tenured Faculty 25 1 4.0 13.12
Term Ladder Faculby 14 3 21.4% 21.3%
Craduate Students 132 69 52.1%
Undergraduate Majore 413 155 37.5%

HBistory of Axt
Tenured Faculty 10 2 20.0% 35.0%
Term Ladder Faculty 10 ? 70.0% 56.0%
Graduate Studeats 73 51 69.9%
Todergraduate Majors S0 37 74.0%

Italian
Tenured Faculty 1 0 ol 35.9%
Term Ladder Faculty 1 1 100.0% 41.5%
GCraduate Students 19 13 58.4%
Tadergraduate Majors - z 190.0%

Linguistice
Tenured Faculty 5 0 oz 21.33
Term Ladder Faculty 4 1 25.0% 40,32
Graduate Students ¥4 10 45.52
Ondergraduate Majors 15 4 26.72

Music
Tenured Faculty 5 0 v} S 14.1%
Term Ladder Faculty 9 3 33.22 24.6%
Graduate Students 49 22 44,97
Undargraduste Majora 75 12 29,12

Wear Fastern L & L
Tenured Faculty 3 v ox 14.6%
Term Ladder Faculty 4 0 0z 32.6%
Graduate Studeats 7 10 37.0%
Tndergraduate Majors 8 3 37 .5%

Philoasophy
Tenured Faculty 9 1] 11.1% 15.8%
Term Ladder Faculty 11 3 27 3% 17 .6%
Graduate Students 43 12 27.9%
Todergraduate Majors 14 25 35.1%

Beligious Jtudies
Teaured Faculty 7 0 134 6.46%
Term Laddar Faculty 3 0 ox 12.4%
Craduate Students 1 18 24.7%
Uodargraduatn Majors 24 12 50.0%

Aa is standsrd University practice, faculty holding joint appointwents have
been listed in the abave Table only once.
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Women aa X

Wamen 48 of National
DIVISION/ Total  Humber of 3 Availabilicy
Departmeat Rumber " Women of Total Pool

Slawic L & L
Teaured Faculty 5 0 oz 32.22
Term Ladder Faculty 4 2 50.0% 47 .41
Graduata Students 4 16 66,7%
Undergraduate Majors 0 0 ox

Spanish and Portuguese .
Teaured Faculty 4 0 ox 35.31
Term Ladder Faculty 7 3 42,93 45 .97
Graduate Students 29 19 £5.51
Undargraduate Majors 7 4 57.1%

BLOLOGICAL AND PAYSICAL SCIENCES:

Astronemy
Tenured Faculey 4 0 03X 1.9%
Term Ladder Faculty 4 1 25.0% 6.7%
Graduate Studencs 1 1 10.02
Undergraduate Majors g 0 0%

Biology
Tenured Faculty 29 1 5.0 15.9%
Term ladder Faculty 14 3 21 .4% 26 .0%
Graduate Students 104 4é4 42,3%
Undergraduate Hajors 164 72 43,4

Chemiatry
Tenured Faculty 17 0 oz 6.8%
Term Laddear Faculty 7 0 oX 12.9%
Craduate Students 131 34 26.0%
Uodergraduate Majors 25 8 32.0%

Computer Scieace
Tecured Faculty 5 0 ox 5.0
Term Ladder Faculty 10 1 10.0% 29.6%
Graduate Students 56 ] 10.7Z
Undargraduate Hajors 49 3 16.332

Enginesring & Applied Sciences .
Tenured Faculty 2 0 0z 8%
Ters Ladder Faculcy 13 o 134 1.6%
Graduate Students 107 14 13.12
Undergraduate Majors 43 15 3331

Geology and Gaophysuics
Tecured Faculty 13 ¢ 0z 2,52
Term Ladder Faculty ] o (54 7.9%
Geaduate Students 47 10 21.37
Undergraduate Majors T 13 5.1

Mathematice
Tenurad Faculty 15 0 0z 6.9
Term Laddar Faculty 9 1 11.1% 13.3X
Graduate Students 43 7 16.3%
Undergraduate Majors 12 34.3%

5
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Wamen as of National
DIVISIOR/ Total Humber of % Availability
Department Number Homen of Total Paol
Molecular Biophysics
and Biochemistry
Tenured Faculty 19 1 10.0% 15.6%
Term Ladder Faculty 1 0 ¥4 22.4%
Graduate Students 72 26 36.1X
Undergraduate Majors 123 14 11.42
Physics
Tenured Faculty 14 0 az 2.4%
Term Ladder Faculey 18 2 .12 472
Graduate Students 110 g 8.2%
Uadergraduate Hajors 17 8 2%3.61
SOCIAL SCIEKRGES:
Anthropology
Tanured Faculty 11 1 3.1% 26.1%
Term Ladder Faculry 7 2 24.6% 38.32
Graduate Students . 64 25 39.1%
Undergraduate Hajors 17 11 64.7%
Ecanomics
Tanured Faculty 24 0 ai 5.5%
Term Ladder Faculty 20 2 19.02 10.7%
Graduate Students 159 30 17.8%
Undergraduate Majors 198 64 32,23
Political Science
Tenured Faculty ¢ 13 ¢ ox 9.9%
Tarm Ladder Faculty 14 2 14.3% 16.8%
Graduate Studenta 156 48 30.8%
Pndergraduste Majors 143 45 3.5
Psychology
Teaured Faculty 13 pa 11.1% 22.1%
Term Ladder Faculty 12 4 33.31 37.0%
Graduste Students 92 49 53.3%
Dodergraduate Msjors 96 64 66.7%
Sociology
Tenured Faculty 8 1 12.5% 20.2%
Term Ladder Faculty g 2 25,02 33.4%
Graduate Students 51 24 47.1%
Undergraduate Majors 29 16 55.2%
Statiatics
Teaured Faculty 3 0 0 6 .43
Term Lidder Faculty 2 o 0x 14,53
Graduate Students 18 4 22.22
Undergraduate Studenta ] 0 0
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I0TALS: (Exclusive of Architecture and Art)

Women as X
Women as of Natiomal
DIVISION/ Total Number of 4 Availlabilicy
Department Nuuwber  Women of Total Paol

HUMANITIES:

Tenured Faculty 127 11 8.7%

Terw Ladder Faculty 135 51 37.82

Graduate Students 783 i8g 49,72

Oodergraduate Majora 1148 535 46 6%
BIOLOGICAL AND PHYSICAL SCIENCES:

Tenured Faculry 128 2 1.6%

Term Ladder Faculty 82 8 9.8%

Graduate Students 680 151 22.27

TUndergraduate Majora 507 150 29.61

SOCIAL SCIERCES:

Teoured Faculty 77. 4 5.2%

Term Ladder Faculty 63 12 19.0%

Graduate Students 550 lao 32.72

Ondergraduate Majors 484 200 41.3%
ALL DEPARTMENTS AND PROGRAMS (FAS):

Tenured Faculty in 17 5.1%

Term Ladder Faculty 280 71 25.42

Graduate Students 2013 720 35.82

Undergraduate Majors 2139* 845+ 41,47

*Includes 70 undergraduates majord (24, or 34.3% women) in
Avchitecture and 51 wajors (30, or 58.8% women} in Art.
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Appeadix B. Survey of the Siteation of Faculty Womea at Other Oniveraities

Ou behalf of the Cosmittee, Professcr Marie Borroff sent ocut a letter to 33
wotte faculty at other Universities. A copy of the letter is attached. The
Cormittee received 21 replies, of which 19 came from teuured and two frow ace~
tenured women. For clarity, the queations asked in the latter are repeated bere,
folloved by suwmaries of the repliea.

1. Are there departments (at your insticuticn) that are perceived as
merely payiog lip service o the procedures of Affirmative Actionm,
rather tham making a real effort to seek out and hire qualified women?

The saswers to this question — overwhelmiogly in the affirmative —-
indicate that "affirmative action burnout" is a pationwide plencmencm.
Seme responses made distinctions among departuents; several gingled out
the sciences as especially disimclined ro seek our and hire women.

2, Do you know of any apecific steps your inatitution is taking to iocrease
the number of women om its faculty? If so, describe briefly.

The angwers to this questiom, in coutzasst to those we raceived for
Questioas 1, painted a positive picture, indicating that 2 uuaber of
justitutions are trying to devise uew veys of counteracting gender
izhalance and ensyring move equitable treakmeot for their womea faculty.
The following "specific steps™ wvere among those listed: appointment or
designation of an administrative official, faculty committee, or the
like (a.g. campus Equal Cpportunity Officer, Affirmative Action
Compmittee, Associate Vice Chancellor) with apecial responaibility for
matters of concern to wowen; recrultment programs; comuissioning of
reports oo the status of women; chairing of important search committees
by women; additional teoure slots, competad For by departments, for the
purpose of increasing faculry diversity.

3. Are meu in pesitions of authority in the faculty and administratios
perceived as Creating women in a patromizing manner?

The answers to this question were mixed, indicating that a change for
the better bas begun and is contimuing. Inevitably, we heard some
reporcs of offansive remarks or attitudes == 2.8 "Why do you want to
beacome an engioeer whea you can marry ona?" or an expression of fear
that if a materpity leave were granted o the respondent, every women oi
the faculty would start having babies in order to go on leava. Ve truat
that these are holdovers fraz a less enlightened ers; fully supportive
aad sympathetic sttitudas towsrd womes are certaialy Eelc to be more
prevalent at preaest among male faculty and administratora than they
have beep iz che past.

4. Doas it seex to you that subatandard {i.e. non~ladder, less-well-paid}
poaicions ars held mainly by women?
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Most of the respondants said they thought this was true, some
exphatically. A fewv offered explanations: women, especially student
and faculty spousas, are more likely than men to settle for sub-
standard jobs; women who speak foreign languages may be bound to a
particular locslifry, and will sccapt aubstandard jobs in langusge
departments for lack of a better alternstive; wvonen's job expecta-
tions, though rising, are still comparativaly low. A4s regards salary,
one women, "a passive heceficiary of class action® againat her inmti-
tution by a group of other women, was shocked by tha "sudden &djuet-
ment” io her salary that rasulted.

Does the administration seem interested in innovative arrangements as
vegards: maternity lesves; parenting leaves; part-time appointments
that slow down, but do not prejudice, the ascent up the rank—ladder;
cooperation in finding appropriate positions nearby for spouses of those
bired?

Only two respondents krew of parenting leaves at their institutionms.
Maternity leave policy, with twe exceptions, wao mentioned, if at
xll, as a source of dissatisfaction, At one institutiom, maternity
leave vas said to be classified as a form of "dimability leave"; at
another, & womsn who lefr a tenure-track position for family reasocus
was not alloved to returu to feculty status vhen she again wishaed to
do so. We heard little or po evideance of the existeace of part-tims
ledder positione or inscicutionally sponsored aid to spouses in
finding positions. In all there respects, Yale has the opportunity
to take the lead in responding te the wocial changes which are
preseatly calling for innovative changes of policy in the academy.
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Appeadix D, Excerpt from Statemeat of Yale Corporatioca Policy, 1972 (as
Provided by the Provoet's Office)

Iocluded among other recomzendationa relevant to women was the following

statement of policy on noc-tenured appointments:

'Ta deciding among promising candidates, department
chairmen and deans geuerally balance s particular
candidate’s special qualifications agaimst a
department's or achocl's most urgent needa, In this
balancing process, some weight should be given Lo
Yale's commitment to iucreasing the oumber of women on
the faculty. Thus serious consideration should be
given to the appointment of qualified women caandidates

regardiesa of their particular subspecizlties.’

The situation will arise where women or members of
micority groups csn be identified who are obviously of-
superior quality — individuals whom it is reasonable
to expect in a ralatively short period of time will be
considered for temure at Yale but whose spacial field
is not a pressing need of the respective dapirtments.
In such cases, where the evidence of high quality is
as clear as it can possibly be, the University has a
great stake in wot failing to appoint such individuals
ro its junior ranks just hecause special fields within
disciplines do nat happen to conform to the specific
needs at & particular moment im time. Im such cases
and with the provisos mentioned asbave, it is recom—
mended here that funds frow the central administratien
be appropriatad to allow departments to make auch

appointmants.

This policy as it bears on the appointment of tenursd women is

discussed on p.&% of thia report.
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Yalc UI]iVCISity Netw Haven, Connecticut 06520

DEPARTMENT OF ENGLISH

Lindly-Chittenden Hall
Box 3543
(203] 432-3434

Bear Colleague:

I am writing to you on behalf of a Committes at Yale of which I am a
geuber, This Committee was appoicted in the Fall Term of 1982. TIts charge wad,
agd is, to exsmine the gemersl situation of womeo ca the Faculty of Arts and
Sciences here, snd ta consider how best to recruit, hire, and retain women omn

the faculty.

1 dislike questionmaixes. There is no questionnaire attached ro this
letter, but if you will give the letter your attentien for a few mements, yau
will be of help Eto us an ve plan cur report and recowmendationa.

Would you please respond briefly, using the left-hand margin. to each
question helow as it spplies te your university? & simple Yan, No, Don't know,
or similar phrase will suffice, though we should be happy to have asy comments
or suggestiouns you may wish to add. We are seeking, as we bave algo sougke in
interviews vwith faculty women hera, yoor "pe:cept:’.on" of conditioms, rather tha:
atatistics, documentatiom, or cade histories. You need not sign your name. If
you do identify yourself, your replics will remain confidential.

1. Are there departments that are perceived as
merealy paying lip garvice to the procedures of
Affirmative Action, rather than making a real
effort to sesk out and hire qualified women?

2, Do you kuow of aoy spacifie nteps your
jastitution is taking to increase the number of
women om its faculty? LI so0, dencribe briefly.

1. Ara men in positious of authority in the
faculty and administration perceivad za treating
wogen in a patronizing manner?
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4, Does it aewm to you that substandard (i.e.
nono-ladder, lesswell-paid) positions are held
mainly by women?

5. Does the administration seem interested in
imnovative arrangements as regarde: maternity
leaves; paxenting leaves; part—time appointmenca
that slew down, but do mot prejudice, tha ascent
up the rank-ladder; cooperation in finding
appropriate positions nearby for spouses of those
hired?

6. Are you a (tenvred) (von-tenured) meber of
the faculty of your institution?

Please attach additioual pages if you wish, If you prefer telephoning to
writing, you are welcome to call eitber me (home: [203] 562-4048; office: 432-
4454) or Professor Margaret Ferguson (bowe: [203] 776-3126; office: 432-4372),
If you will leave a message, either of us will gladly return your call.

With thanks and good wishes,

Marie Borroff
(Willizm Lampson Professor of Euglish)
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Appendix € Description of Research-Service Grant Pregram at the Univeraity
af Wisconsin-Madison

UNIVERSITY OF WISCONSIN-MADISON

CHANCELLOR
Buscar Hall » 500 Lincoln Orive
Madison, Wisconsia 51704

608:762:3946 September 21, 1983
MEMORANCUH
T0: Oeans, Directors, Departmant Chairpersons, Untanured Facuity

FROM: Irving Shain, Chancenodé

RE: Research-Sarvice Grant Program

[ have been gratified with the rasults of the "Qasearch-Service Grant”
program to sypplement the rasearch opportunities availanle to assistant
professors nr instruckars who have given gignificant time and eTrore to
University service bevond Thelr degarcment or academic discipline. Four
sntenured raculty received such grants rar the submar 1903, and it appears
that the grogram gave them 3 valuable chance to advance their research. [ am
?;gg to report that we will be able to continue the program for the summer of

The impatus for this program was a recognition that many untenured faculty

mambars, sspecially women and members oF miparity groups, are as<ec Lo devoie
unusual amounts of time to University service. Such sarvice promotes tne
Dniversity's interest Tn haying a proad range of perspectives rapresented on
{mportant committees. It also helps increase the invalvement of nontenured
faculty in universilty governance. The consequence for the faculty members
invalved, however, is that they nave jess tlme than their golleagues to
satisfy the individual research requirements for promotion to tenure. Tais is
unfair ta them and clearly contrary to the University's best interests.

Theugh this problem has surfacad during discussions relating to minarity and
women faculty, it is nct 1imited to them, Otner untenured faculty also may be
asked to accept especially time-consuming committee assigrments beycnd the
department level, and thelr research progress also may suffer as 2 consequence.

To take account of these consequences aof substantial commitments to
University service, the Untversity created the Research-Service Grant
Program. Under this program, assistant professors and instructors who are in
tha first five years of tenure-track service at Ud-dadison are eligible for
summer satary support only (2/9ths oF the academic year salary or eguivalent)
to pursue worthy research prajects. (Emphasis 1s placed on praviding raleased
t{me, because university service is a competiter for the yntenyred faculty
member's scarcest rescurcés. In special situations, hawever, the committee
will cansider requests for alternative kinds of suppart that will advance the
applicant's research program.} It is expected that up to 15 untenured faculty
members will receive grants for the 1984 supmer session.
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Rasearch-Service Grant Program
September 21, 19€3
Page 2

Applications for the 1984 summer period are due NOVEMIER 4, 1383, and
caven copies of the materials should be submitted to: Research-dervice Grant
¥ommittee, 166 Bascom Hall. A faculty roqmittee appoinied by the Ghancellor
Wil eyaluate tne appiications and salect the grantees. Evaluation will be
based on {a) the nature of the appticant's University service and degree of
burden placed on other academic responsibilities, including research, and
{b} the quatity of the research propesal, Since the program is intended
generally to help those who have made unusually large commitments to
University service outside their own departments, the evaluation will cansider
the amount of effort over and above that expected of a1} faculty and will
place 1ts emphasis on sarvice oytside the department in addition to normal
departmental responsipilities. Although we expect these cases to be rare, the
comittes will be willing to review documentation of extraordinary
departmental service, The research evaluation will include consideration of
the likelihgod that the proposed resaarch will lead to publication and %o
advancement of the applicant's scientific or scholarly career.

Individual untenured faculty members may initiate their own applications,
or department chairpersons may nominate them. In either case, the application
materials shauld include:

(a} the nominee's detailed ressarch proposal with a specific explanation
of how it fits into the nominee's overall research program and how
-completion of the proposed project will help advance the nominee

toward tenure; .

(b} the nominee's curriculum vita, including a specific description of
service activities at the departmental, coilege, and University
levels with an indication of the approximate amount of time expended

on each; and

{e} at Teast one letter of support from the deﬁartment chairperson or a
tenured member of the department faculty.

If you have questions, please phone MaryAnn Yodelis smith {263-6561}.

xc: Yice Chancellor Kearl
Dean Bock
Associate Vice Chancellor Yodelis Smith

Q5992



