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I. trod

The full and successful partlcipation of all segments of the
naticn's populatlion In all aspects of our soclety’s life is
urgently needed, The urgency has special force for the nation’s
schools and universities as they provide the foundation for such
participation. Furthermore, the very mission of universities
derands that they encompass broad perspectives that are
represented by diverse populations. The fullest development of
our human resources as well as equity and social Justice demand
that we at Yale address this issue now with particular attention
to ephancing the recruitment and retention of excellent faculty
who are members of minerity groups. Setting a course to achleve
this objective surely ralses difficult questions of institutional
policy and acadenic planning, but they must be faced. The
present repert provides an analysis of Yale's current situation
and a set of proposals for change.

Evidence indicates that insufficient national attention has
been paid in the past to expanding the pool of academically-
oriented minority group members, and now all institutions of
higher learning, not only Yale, are suffering the consequences.
Although Yale cannot sclve the national problem, we believe that
Yale can play a leadership role by responding with viger and
creativity. Thus the conmitree suggests a systematic approach,
based on a comprehensive and University-wide program that assumes
committed University officers, a cooperative faculty, and
targeted procedures to enact specific programs. Many of the
proposed programs will require significant investment of economie
resources; others involve fundamental changes in behavior and
action--on the part of the collective Institution and on the part
aof each of us &s Individual members of the academy. Yale has
demonstrated a commitment to affirmative sction im principle and
has complied with Federal regulations in this area. But the
complexity, scope, and dimensions ¢f the problem extend far
beyond afffrmative accion precedures. A full and open commitment
to embracing the breadth and diversity of American soclety and
¢lear procedures for accomplishing it are long overdue at Yale.

4. HNational dats!
The seriousness of the problem is manifest convincingly in

the avallable demographic data, These data are presented in
greater detail in Appendix A, which provides a full amalysis and

1 fThe Committee is indebted to Rena Cheskis-Gold of the
Office of Instltutional Research for her extraordinary efforts im
accumulating the data reviewed herein from a variety of sources,
and her significant econtributions to the work of the Committee,
We thank Fran Holloway for providing affirmative acticn data for

Yale.



numerous tables supporting the assumptions made here. The last
year for which there are data from an evaluation of faculry
positions at all academie Iinstitutions across the nation was
1985-8B6, and we drav on those data here. Data for more racent
years at Yale are presented 1ln Appendix A.

Figure 1 shows the percentages of faculcy at all ranks
nationwide by race in the 19B5-86 data and ten years earlier, in
1975-76. First, it is norable that over 90% of all faculry
members across the nation are White, although the percentage
declined froem 92.4 to 90.1 percent over the ten year perliod. The
percentage of minority faculty grew during the same period frem
7.6 to 9.9 percent, although it is st1ll alarmingly low. Kot
shown on the figure are percentages by professorial rank. 1In
1985-86, 8.7 percent of tenured faculty and 12.8 percent of
nontenured ladder faculty were Black, Hispanie, Aslan or Native
American. In 1975-76, the comparable percentages were 6.1 and
10.3 for tenured and term faculty respectively, Flgure 1 also
shows the progress of different groups over the ten year period.
The figure shows that the percentage of minority group faculty
members who are Black has stayed the same relative to all faculty
patlonwide. The percentage of faculty members of Hispanlc and
Native Americanm orlgin Increased slightly and the percentage cf
faculty who are Asian® increased somewhat wmore. 1t 1s important
to emphasize, however, that the overall numbers for any winority
group are still small, For exanmple, Asians, the oenly minority
group to show growth in Figure 1, still rapresented conly 3.8
percent of all ladder faculty nationwide in 1985-86.

Another way to gain some perspective on the data is to view
the absclute numbers and proportions of minority group faculty
members relative to one ancther, since the overall percentage of
minority group members grew from 7.6 percent of the nation's
total faculty in 1975 to 9.9 percent in 1985. As Figure 2
reveals, the percentage of minerity group faculty members who are
Black decreased relative to members of other minority groups
during that time period, the only group to show a dacline.

Several factors appear to have contributed to the decline in
the percentage of Black faculty menbers relative to members of
other minerity groups natiomally in the last decade or so.
Nationwide, from 1275-76 to 1985-86, the number of Black students
graduating from high school and the nukber of Black women
entering college bave grown, but the percentages of Black

2 Faculty members designated as Asian are of any eitizen-
ship, net only American, in all national and Yale data sets.



Figure 1
National Ladder Faculty
1975.1976 and 1985-1986
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Source:  Seventh Anrmal Status Report on Minorities in Higher Education, American Council on
Education, Office of Minority Concems, Table 13.
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Figure 2
National Ladder Faculty Wha Are Members of Minority Groups
1975-76 and 19385-86

1975-1976 1985-1986
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Source:  Sevenih Annual Status Report on Minorities in Higher Education, American Ceuncil on Education, Office of Mindrity Concemns, Table 13.

OIR: RCG, 5/15/89.



students In the high school and college populations have
decreased, During & pericd when the number of B.A.'s awarded
natlonally was increasing, the number of B.A.'s awarded to Black
students has decressed. In graduate schoels, the number of Black
students has not changed over the ten year period but the
proportion of all non-foreign graduate students who are Black has
decreased. Professional school enrellment shows the only
substantial increase in the number of Black students anyvwhere in
academe, but the percentage growth in reciplents of Flrst
Professional degrees3 among Blacks has not kept pace with the
increase Iin all First Professional degree holders. The number of
doctorates awarded to Black students and the proportion of all
doctorates awarded to Blacks have steadily declined, especially
for Black men. Flnally, the percentage of tenured faculty
members whe are Black has grown slightly but the percentage of
term faculty has declined, which suggests that fewer new term
appointments mre being made to Black minority group members.

B. Yale data

We considered the data on minerity group faculty members at
Yale Iin the context of the data presented above. In 1985-B6, 5.8
percent of tenured faculty at Yale and 9.4 percent of non-tenured
faculty were members of minority groups. Thus minerity group
faculty members were even more underrepresented at Yale than they
were st the national level. 1In 1975-76, these flgures were 3.7
percent and 6.7 percent for tenured and nontenured minorlty group
faculty members respectively, suggesting comparable growth rares
over the 10 year period at Yale to the nation as a whole,

The breakdown by Scheols 1s shown in Table 1. In the FAS
there was some growth of minority group faculty In the tenured
ranks, At the term level, on the other hand, minoerity group
members have declined in numberas and proportion. The number of
term faculty whe are Asjans has grown, but the nunmbers of Black
and Hispanic minerity group faculty members have declined. There
1s some variabf{lity 1in Yale's other Schools in how minority group
representation has changed on the faculty over time. The Schools
of Medicine and Nursing combined, in particular, show declines in
term-faculty representation for each specific winerity group.

3 Jy.p., L.L.B., M.D., M. Divinicy.
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Of greatest concern (s a comparison between Yale and nine
gimilar institutions. As Table 2 sheows, Yale is close to the
bottom, and never exceeds mid range, for any minority group
category, except for Black tenured professors and assistant
professors who are Hispanic. Again, it muet be emphasized thact
these percentages are based on extremely small numbers;, movement
of even one or two faculty memberz of minority grecups from one
institution to another can dramatically alter the percentages.
Honetheless, Yale 1s, with two exceptions, never in the top half
of the distribution of percentages in Table 2. This underscores
the seriousness of Yale's problem and reinforees our recommenda-
tion for an immediate, vigorous, and extensive set of responses.

We also evaluated changing trends Iin the relative presence
of minority group members at all educational levels at Yale, If
we are to solve the problems of a low minority group presence on
the faculty at Yale, we and other comparable institutions must be
admitting and granting degrees to significant numbers of minerity
group students at every educatlenal level,.

Yale College has shown a steady increase in representation
of minority group members. The percentage of minmority students
has grown from 10.1 percent in 1970 to 22.5 percent in 1988.
Within the ranks of these students, the largest percentage
increass during this perlod has been in the numrber of Asian
American students. In the first year after graduatlon, about 30
percent of recent Yale College graduates who were members of
minority groups continued on to higher education. TIf today's
graduates are tomorrow’'s faculety, Yale's contributien of 13
minority students in 1987 continuing immediately to Arts and
Sciences graduate schools and 33 to professional schools seems
alarmingly lew. Plans to attend graduate and professiomnal school
at some later time after graduationm are not available by race,
however.

In Yale's Graduate School, the percentage of minority
students enrolled increased from 5.6 percent in 1983/8B4 to 9.2



Table 2
Ladder Faculty
Yate University and Comparable Institutions
1985-1986

Full Professors & Associate Professors With Tenure

Total % % ¥% Native
Code % Min. Black Hispanie % Asian American
U 9.6 1.4 2.7 54 0.1
L 8.5 1.8 1.4 5.2 0.2
A 8.1 1.1 6.9 6.1 0.0 .
C 7.4 23 0.6 4.3 03
I 6.3 2.0 1.0 33 0.0
J 59 1.7 0.8 34 0.0
K 58 1.0 24 2.0 0.4
Yale 5.8 1.8 0.9 3.t 0.0
F 5.5 1.2 1.0 3.2 0.1
E 37 1.2 0.9 1.7 0.0
Range 3.7-946 1.0-23 0.9.2.7 1.7-6.1 00-04
Assistant Professors Only*
Total % % 7 Native
Code % Min, Black Hispanic % Asian American
U 18.1 4.2 2.7 10.4 0.8
A 14,1 3.0 1.0 101 0.0
L 14.0 4.8 1.5 7.5 0.2
C 12.6 5.1 1.3 6.3 0.0
J 12.3 29 2.2 6.5 0.7
K 11.1 1.9 3.0 6.1 0.0
Yale 10.8 3.2 2.7 4.9 0.0
E 10.7 4.9 0.6 5.2 0.0
I 0.8 20 0.9 6.8 0.0
F 7.1 1.1 0.9 4.9 0.2
Range 7.1-18.1 11-51 06-30 4.9 -104 0.0-038

*Note:  Yale's tank of non-tenured associate professor does not exist at every institation.
It is excluded from this table,

Source: 1985 - 1986 EEQ-6 Repotts, from Joyce Bennen Justus et al, The University of
California in the Twenty-First Century: Successful Approaches (o Facudty Diversity.
(University of California, 1987), p. 29.

Yale's numbers on tenured faculty are taken from the Office of Affirmative Action's
Workforce Analysis worksheets that are based on tables from the Yale MANFILE as
of early October, 1988. Yale's nurmbers for assistant professors are from the 1985-86
EEO-6 report.

Schools: Columbia {including Teacher's College}, Duke, Harvard, Michigan, MIT,
Stanford, Texas, UCLA, Wisconsin, Yale.

CIR: RCG 5/15/89
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percent in 1988789, The relevant data are shown in Table 3.
Here the growth rates of different minority groups do mnot appear
dramatically different, although as Figure 3 shows, the level of
minority presence in Yale's CGraduate School iz currently lewer
than 1t is at the national level and at three of our major
competicors.

At Yale, wminorities and non-minoritles are accepted to the
Graduate School at the same rate relative to their distribution
in the overall applicant pool, but members of various groups
accept offers at different rates. In 1987-88, €8 percent of
Black students and 58 percent of Chlcanos and Puerto Rican
students accepted Yale’s offer of admission, compared with 34
percent of Asians and 45 percent of Whites who were admitted,
Yale stands out as having & relatively high proportien of Black
students 1n 1ts Graduate Schocl, and a low praopoertion of Asian
and Hispanic students when compared to other competitive
inscitutions (see Figure 3}.

Members of minority groups are awarded a higher proportion
of Ph.D.'s nationally than at Yale and comparable instituriens,
and comparable institutions appear to have higher proportions
than Yale (see Flgure 3). Specific group patterns at Yale are
different from national cnes, however. Yale currently has a
lower proportion of Asian Ph.D. recipients than nationally, and
the number of Astan students awarded Ph.D.’'s at Yale has not
increased aver time.

As Table 3 jindicates the percentage of students pooled
across all minority groups has alse grown in general lm the
Schools of Law, Medicine, and Organization and Management.
Nationally, one of the few areas of notable growth among Black
students, in particular, has been in professional school
enrollment. Yet, as Table 3 shows, the Schcols of Hedlcine and
ODrganization and Management at Yale have had steady or declining
proportions of Black students,

In summary, the relevant data point to a disappointing
pleture at the present time. Despite growth im their overall
numbers at Yale, minority group members are underrepresented on
Yale's faculties relative both to national averages and to a
group of select, comparable institutfons. Desplite growth in
graduate and professional school admiesions at Yale and
nationally, the number of students receiving Ph.D.'s who are
mewbers of minority groups is still extremely low. This
inevitably means that in the short runm, until this situation
improves, there will be vigorous competition among insticutions
committed to having greater representation of minerity group
meumbers on their faculties. Clearly this serves no institution
well ané thus attentlon must now be paid to a broad and diverse
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Table 3
Yale Unlverslty
Mipority Student Enrcllment By School {a)
1983-1984 to I9KT-E8

Total
Tolasl Aslan Native Non-

Minority Rlnck Hispanic Amerlcan  American Forelgn

GRADUATE SCHOOL ()

1983-1984 5.6% 47 20 30 5 1.810
1984-1985 7.5% 52 k+] 48 6. 1,923
1985-1986 T.4% 49 36 32 &6 1,941
1986-1987 8.3% 53 45 50 & 1,845
1987-1988 8.8% i) 48 56 5 1,968
PROFESSIONAL SCHOOILS
Law (c}
1983 1984 15.7% 30 24 18 3 560
19841985 15.4% 34 34 15 k] 560
1985-1986 14.4% 34 27 14 4 548
1986-1987 15.5% 36 23 18 [3 434
19B7-1988 17.0% 43 27 18 [] 564
Medicine--M.D.
1963-1984 WU.1% 42 20 47 0 453
1984-1985 4.0% ¥ 17 50 0 441
1985-1086 26.8% 4] 21 S8 0 447
1986-1987 235.1% 13 21 54 0 431
16871988 27.1% 36 19 58 D 402
Organization & Management
1983-1984 10.1% 9 1] 11 0 257
1984-1985 8% 14 z 8 4] 272
1985-1986 %1% 11 7 10 1 320
1986-1987 14 0¥ 14 7 18 6 322
1987-1988 13.4% i 9 15 T 305

MNotes:
() The percentages roported here, wnder the category of "% Minerity”, xe based on the non-foreign stodent populadion,
i.c., om the population of sncdents who are U.S. citizens.

{b) Includes in-regidence (FT), in-resid (PT}, in-abscatia (FT), and special sudems; does not include Sth or 6th year
students registared in less than half-ime stetus.

{c) Incindes Visiting Scholars.

Source: OIR Factbook, US4
OIR: RCG 5715889



% of Graduate Students and Ph.D.'s

*Notes:

Source:

13

Figure 3
Graduate Students and Ph.D.'s Granted
Yale, Comparable Institutions* and Nationwide
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Native American

L,
B Asian American

L

B Hispanic

H Blxk

Yae Companble National Yae Compamble Mations)
1932 1981 1986 s e 1917
Matriculants/Enrollmen(s* Ph.D.'s Granted

Comparablc Institutions: Harvard, Princeton, Stanford,

Giraduate student data for Yale and comparable institutions are for M.A. and Ph.D. matricularing
stodents who will be entering in the fall of 1988, National data are for enroifed MLA. and Ph.D.
students in 1986, the most current year for which data are available. It is not possible to compare
solely matriculant or solely enrollment data for Yale, comparable instilutions and nationwidc.

Marvard, Princeton, Stanford & Yale data include permanent residents in addition o U.S. citizens, but
Nationa! data exclode them. In 1987, only a small proportion of national doctorates were granted 10

permanent residenls.

Yalg and Comparable Institutions - Graduale School Dean'’s Offices;
Submissions (0 Inegrated Postsecondary Education Dals System surveys.

National - Seventh Annual Status Report on Minorities in Higher Education, American Council on
Edncation, Office of Minority Concerns, Table 7; Summary Report 1987, Doctorate Recipients from
U. §. Universities, National Research Council, Table G,

OIR: RCG, 5/15/89
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set of institutional responses to rectify the national situation
and the problems that are unique to Yale.

I1. Suppary of Recommendations

Later in the report we present our analysis end conclusiens
regarding the present situation at Yale and the impact it has
upon the recruitment and retention of faculty who are members of
minority groups. Based on this analysis we propose 22 new or
expanded University-wide responses, and we explain our rationale
for these recommendations. Summarized below, in outline form,
are the proposals we have made,

1. Yale pust assume a national leadership role 1n making =&

vigorous, creative institutional response to the full complexity,
scope and dimension of the problems asscciated with the
development, recrultment, and retention of minarity group faculty
members. Yale ranks poorly at present among comparable
institutions, which suggests that current affirmative action
procedures have been Insufficient to address the problem.

2. Targeted goals, based on numbers of faculty who are
members of minority groups, pust be egstablished for the mext two
decades until the University reflects and fnstantiates che
breadth and diversity of American society. Many factors beyond
equity and socfal justice, inecluding Issues of critical mass and
the importance of role models, influenced this recopmendation,
The speciflic numbers and our ratiomale for thelr selectlon are
described later in the report.

3. Speciflc procedures are recommended for reaching these
targeted goals including ways of achieving incremental positions

as well as relying upon normal rates of faculty attrictlion and
retirement.

4, There appears to be nonuniform infusion of the aplrit
of affirmative accion across the University. Therefore we
recommend

and constitute a set of formal and
informal procedures for discussion and review of potential

minority group faculty members. We also propose explicit
developm t pool b

eny

5. We recommend a set of specific procedures for retention

who are already colleagues on
the Yale faeculty. These include recommsndations 6-9.



16

6. We recompmend a set of procedures for a vigorous
1n§;1§“;12n£1 ;ggponse ;Q ggmpg;ing oifg[g.

7.

Until the number of minority faculty members
grows, the desire for a minority presence on important
committees, coupled with the amount of time minority faculty
spend in informal counszeling of minority students will continue
te place &n undue burden on our current colleagues. Indesd, we
suggest that all faculty at Yale might beneflt from the
introduction of more rewards in the systam for extraerdinary
pexformance in a varlety of spheres.

8. We recommend the development of a mote explicit
pentoring svetem for junlor faculty. We believe that with

graater attention to, and resources for, carser development, Yale
will be able to promote significantly greater numbers of minority
group faculty members from term to tenured ranks.

9. We recommend a review of teaching respomnsibilities In
the FAS, relative to comparable institutiens. TI£f they are
significantly greater, minority faculty may be more easily
rectuited by outside offers, in light of the greater burdens they
bear in other areas of University life.

10. We recommend attention to 8 serles of strategies that
would immediately ingrease the presence of minority group members
on the Ynle Fagulty. To achieve this, we propose the fallowing

two plans (recommendations 11 and 12).

11. We recommend a large-scale, versity-wide pr

visiting minericy profeseors frow other celleges and
Unjiversitios.

12. We recommend recrultment of minority group members who
are leaders ip pentraditlional fields 1o serve ags viglfing or part
time faculty, for example, members of the public and private
sectors, or writere and musiclans. One natural avenue for their
activities might be a rejuvenation of the Yale College seminar
system for the FAS.

13, The comeittee urges that Yale play & national
leadership role in developing the so-called academic pipeline at
all educational levels. Long-term changes in minority faculty
recrultment and retention will not be ultimately successful
without specific efforts in this direction by Yale and other
fnstitutions,

14. At the undergraduyate level we see a need for the

development of
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A model such
ax the Scholars of the House program, with supmer funds for
research, is recommended.

15. Yale should establish funded gupgmey programs to eneble
minority students to recejve traipipg at Yale that they may not
find available at their home institutiopns. This may enhance

opportunities for qualified minority students to gain admission
te graduate school in general and may have a direct benefit to
Yale in its own ability to attract qualified minority graduate
and professional students to Yale.

16. We recommend that pore stretegies be developed gnd meore
v

17. We recommend that an explicit program be developed to
oD m % o o

pggﬁesgjgﬁglusghoolg have aég&ga;g ggggiblg gﬁg iﬁggﬁgible

o e w OWAT e
18. We recommend that some funds be made avallable for
In udent other 5

of their scholarly activity at Yale If they are working on

19, We recommend the expanajon of special programs gt Yaile.

for example the Divislon of Special Registration in the Graduate
School of the FAS, minorit t t
The
comsittee's goal i{s to create opportunities for students who
might otherwise never consider academic careers to experience the
excitement of the research eantarprise of & great universlty.

20. Ve recommend the creaticn of a substantial minoricy

postdoctoral fellowship progran at Yale, especfally one thae
he ba

gisciplines. The postdocteral trainee fellowship program for
minority group members would be explicitly intended to develop &
cadre of gualified candidates from whom Ysle would recruit for
its own junler faculty positioens,

21. The above set of recommendations is extensive and

general -- necessitated we belleve by having as our charge the
Yale Faculty as a whole. Therefore we recommend the ipmediate

o committ examines the report
and deve glevant

School's particular mission and constxaints. TIhe Dean would he
asked to provide a plan to the Precident. based om his oar her
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conmittee’s deliberation including clear implications for
immediate and long-range budgetary and academic planning, by the

22. We recommend that the President appoint & standing,
- h'd L d

Like virtually all colleges and universities in the natlen,
Yale has committed itself to the linked policies of non-
discrimination and affirmative action with respect to the
admisslion of students and the employment of faculty and staff.
411 of Yale's officlal publications caxry the following
statement!:

"The University is committed to basing judgments comcerning
the admission, education, and employment of indlviduals upon
their qualifications and abilities and affirmatively seeks to
attract to its faculty, staff, and student body qualified persons
of diverse backgrounds. In accordance with this policy and as
delineated by federal and Connecticut law, Yale does not
digscriminate 1n admlission, educational programs, or employment
against any individual on account of that individual’s sex, race,
coler, religlon, age, handicap, or national or ethnic origin; nor
does Yale discriminate on the baslg of sexual crientation.”

"University policy is committed to affirmative action under
law in employment of women, minority group members, handicapped
individuals, specilal disabled vetarans, and veterans of the
Vietnam era.”

Such statements are effective only 1f the institution
establishes and monitors regulatlions and pracrices for assuring
non-discrimination and creates procedures and incentives for
achieving affirmative actlon. These are set forth in the
Affirmative Action Plan, a public document on file at the
Affirmative Action Office, This plan and the procedures 1t sets
forth are periodically reviswed by federal agencies,

B. Affirmpative actien in studept recruitmept.

Yale College and all of the graduate and professienal
schools have established programs for attracting members of
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minority groups to thelr pregrams and admissions procedures
designed to glve such candidatas the fullest consideration. The
aduissions efforts of all schools and programs are regularly
monitored by both the Provost's Office and the Affirmative Acticon
Dffice, and Yale's performance Lls reviewed by outside agencies.
Generally speaking, these efforts include the designation of a
menber of the aduissions offfce to coordinate minority
recrultment, szome programs almed at Iincreasing the number of
minority candidates in the applicant peol, and procedures. .for
paying special attention to the applications of menbers of
designated minority groups to be certain that thelr
qualifications are fully conslidered. Sowe parts of Yale have
devoted considerable financial and human resources to this
affirmative action goal.

As a sample of these procedures, wa Inelude as Appendix B of
this report a description of the minority recruictment procedures
currently in place in the admissions office of Yale College.

c. cu ons.

The programs to recrult members of minority groups to the
University's faculties and to retain those faculty members are
far more diverse and much less centralized. Appointaent
procedures differ from school to school, though many parallel the
procedures of the Faculty of Arts and Sclence, which are the most
detalled and most widely known. The latter appear in the current
memorandum from the Provost to all departmental chairs, entitled
“Procedurez for Faculty Searches, Appointment, Leaves, and
Terminations for 1988-89," which is reproduced in Appendix C.
These procedures are grounded in tuo compatible goals: te ensure
the appointment of the most highly qualified individual to every
open position and to ensure that members of minerity groups are
given ample oppertunity te compete for those posltions. The
memorandum includes a8 "Search Questionnalire® which must be
completed at the end of every search and approved by the
Provost's Office and the Affirmacive Actlon Office before an
appointment can be made,

The memorandum speaks directly to the most significant
aspects of the FAS affirmative action policies and procedures:

*[The search procedures| are based on the principle that
positions should be advertised and nominations for them solicited
in ways that will ensure appointments of the highest possible
quality and open the appeintments process fully to the candldacy
of women and members of minority groups.” (p.1)

Referring to the thorough, three-stage procedures that must
be followed in most searches, the memorandum states: *Search
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procedures nay also be modified when, under Universicy policy,
the Steering Committee authorizes the tenure consideration of an
outstanding woman or minority candidate. When such a case has
been clearly identiffed and a modified search authorized,
advertising is deemed less Important than an especlally thorough
canvass of expert opinlon of the candidate’'s qualificatien.®
(r-1)

The policy underlying these procedures, and in partigular
the possibility of their wmodificatlon, has two sources. The
first is the University's overriding commitment to affirmative
actlon as manifest In the officlial Affirmative Action Plan. The
second i3 embodied in a memorandum written by President Kingman
Brewster, Jr. to the Yale Corporation and adopted in 1972. It
recognizes the desirability of increasing the representation on
Yale's faculties of women and members of minerity groups and
speaks directly to the methods of funding sppointments that
further the goals of affirmative action if potenctial candidates
emerge when no regular positions are available.

President Brewster's memorandum proposed that in such cases
positions for women and members of minority groups be funded *in
the short run by a combinatien eof central aduwinistration and
department -resources--the former through an Increment te the
Provost’s discretionary fund sufficient to implement this policy
and the latter through anticipation of department retirements and
through the conversionm of junf{er positions sufficlent te meet the
department’s contribution. It would be understood that when
vacancles occur, appointments made through this route would
normally be fully abscrbed by the departments,.."

President Brewster's memorandum has been applied not ¢nly teo
recruitment butr also to retention. The statement expresses the
current policy, as lmplemented by the Provost's Office, which
permits the lowering of budgetary and field barriers to
appointments and promotions as a way to retaln or recruilt
outstanding women and members of minerity groups to Yale's
faculties. Iu practice this means that in every faeulty search
efforts should be made to ifdentify, consider,and attract such
{ndividuals. Sometimes a non-tenured faculty member currently on
the faculty matures through natural development at a time when no
tenured positions are available. At other times such a scholar
emerges in the process of a search for a related position. Often
an individual comes to the attention of a department between
searches., The 1972 policy, effectively lowering the constraints
imposed by budget and field considerations, ensures that when a
department has identified a woman or a member of a winority group
appropriate for appointment, the absence of an open slot in that
field does not prevent the department from making an affer to
that individual,
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In such & case, the department is glven guffiecient
incremental resources, ecither by the Provest’s Qffice, when the
sppointment i{s in the Faculty of Arts and Sciences or some of the
professional schools, or by the Dean of the School in other
cases. This procedure carries the underatanding that when
circumstances permlt the additional peosition to be absorbed inte
the current number of budgeted faculty, the department will
return to its former size, Sometimes this happens rapidly, as
for example, when the Incremental faculty member is hired in
anticipation of an imminent retirement. Sometimes it takes much
longer, either because no retirements are soon anticipated or
because the department’s program makes octher demande on avallable
slots., In some cases the incremental position is carried uncil
the individual so appolinted reaches retirement.

As a way to create temporary or permanent Incremental slots
for members of minority groups, this flexlbility is indeed an
affirmative action pollcy. At the sawe time, this policy does
not encourage or even permic the appointment of faculty who are
less qualified than those--whether minerity or not--who are
appointed in the regular search process for open positions,
Exlsting policy simply affirms the opportunity to appoint an
outstanding minority faculty member, whether or not the
department has a current openlng in the appropriate field.

In practice, the procedure for making affirmative action
appointments to the faculty is a collaborative one between the
Provost's Office and the department. This mutual responsibility
has caused some confusion and mlsunderstanding as to when and how
the procedures should be invoked, whether an incremental slot is
incremental for the long term, or whether a department’'s request
for budgetary flexibllity will compete with its other progran
goals,

This policy 1s currently conveyed by the appolntments
nemoranda and by conversations initiated by the Provest's Office.
The Associate and Deputy Provosts, who work om a regular basis
with deans and department chairs on matters of budget and
appointments, have responsibility for affirmative action in their
respective schools and departments. They discuss with deans and
chalrs the University's affirmative action goals in the context
of specific faculties and searches. Each step of the
appointments process is monitored by the Provost's Office to be
certain that departments take advantage of every epportunity to
identify and attract to the pool of candidates qualified women
and members of minority groups. Finally, before an appointment
can be made, the entire search 1s reviewed in light of the
prescribed procedures. There is, to be sure, some temsion in the
process, especlially between the University's budgetary
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responsibility to contain feculty resources within telerable
1imits and the departments’ desire to further affirmative actlon
goals without macrificing other programmatic goals.

Some strategles place little 1f any strain on the Universicy
budget. For example, departments can be asked to alter the fleld
designation of an opening &t the time of 2 retirement and to pay
special attention to flelds where there are known teo be
individuals who would further the goals of affirmative ac:ion
Sometimes shifts of this sort can be made In a very temporary way
as the natural turnover of the faculty readjusts the field
coverage better to suit the department’s programs. Departments
can also be given permission to conbine two non-tenured positions
to create one tenured position. Such a shift that has lictle
long run budgetary effect, but it may not be possible or
desirahle in a department already heavily weighted toward tenured
positions or in one with undergraduate teaching responsibilicies
that are too heavy to sustain a reduction in the number of
individuals in the department. The shift of rescurces from one
department te snother is neutral with respect te the University
budget but difffcult to achleve without disrupting the program of
the department in which the reduction takes place.

Other strategies require at least short-term budgetary
increases. This oeccurs when 2 departmant 1s permitted to
"mortgage” a future retirement to provide a slot for the hiring
or the promotion of a younger faculty member in the same oxr in s
related field. 1In some cases, outside temporary funds c¢an be
used to provide the resources needed to cover the period between
the additional appointment and the planned retirement. The
University has also made use of the phased retirement program to
provide the necessary resources to make an additional appeintment
before the full retirement of that faculty member.

Some of these strategies have significant implicatfons for
the budget of the University and hence cannot be employed
indefinltely. But over the past decade or so the number of
opportunities to make such appointmants has been sufficiently
small that the budgctary base of the faculties of the Universlity
has been able to abscrb the expansilon. Desplite the commitment to
these policies amd the various strategies and incentives to
implement them, the number of minority group members on the
University faculties remalns discouragingly low.

IV, t Comm 8.

A. Intexviews

The committee tried to maximize the input of the Yale
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community into its deliberations. We interviewed numerous
members of the Yale faculty and focused especially on current
minority faculty, department chairs, and administrators (Deans,
the Provost, etc). Ameng minority faculty members, we especially
sought out those leaving Yale for positions at other
fnstitutiens, Numerous minority students presenting thelr own
individual views or representing various campus organizations
also contributed to the committee’s deliberations.

The following subjects were sxplored with theose we interviewed:

1. What institutional suppert for research and
scholarship they had received?

2. What were thelr perceptions of the quality of
life (or the hospitality of Yale as an
institution)?

3. How did they see the role of department chair and
adainistration?

4, What were thelr views on issues of the "critiecal
mass” necessary for minority faculty to work
comfortably and effectively?

5. What was the functlion of role models and mentors in
thelr academic career development?

6. What had been their committee assignments and teaching?

7. How did they view New Haven as a community for members
of minority groups?

8. What were thelr reasons for leaving (I1f relevant)?

9. Whet steps had been taken to retain them (If relevant)?

B. Data analyejs

As indicated in the introduction and Appendix A, we
collected and evaluated data from several natienal sources, from
other universities that had been keeping extensive data
{especially the University of California at Berkeley), and from
evaluatlons made by Yale's Offices of Institutional Research and
Affirmative Action. With the disclaimer that percentage shifts
based on small numbers can be misleading, we found the aggregate
data informative and compelling. Yale's position relative to
compatrable institutions {nformed many of the recormendatlons we
have made.
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v. Concerns About end Cricique of the Present Situation
A. HNatlopal issues

The democgraphic data we reviewed suggest that the size of
the national pipeline and peol is strikingly low at the present
time. Also, although some minorities, notably Asian Americans,
have made great strides In recent decades, they are still
dramatically underrepresented in many schools and departments,
for example the humanities. Yale must be more active in 1lts own
contribution to the deavelopment of the avallability poecl at all
points in the pipeline. The severity of the problem also
strongly suggesta thet the affirmative sction policies and
procedures currently in place are not adequate for the task Yale
faces,

The committee concluded that, at present, many gqualified
winority undergraduates find scademic careers less attractive
than those {n other professions. The latter often ocffer the
potentlial for higher pay with faster, and sometimes more certain,
opportunities for carcer advancement. The opportunicies Iin
industry and in professional, non-university occupations often
make individuals from those segments of society who are likely to
be poor and indebted--among whom minority group members are
highly overrepresented--unwilling te incur the further
indebtedness that pursuing an academlec career will enpender.
University professorships are also not held in the same esteem by
all segments of soclety. In addition, academic careets may
appear less attractive to minority group metwbers because they
perceive the scademy, in general, as belng a less than congenial,
supportive environment. One challenge that must be confronted is
to make the cholce of academic life more affordable and viable
and to Increase the visibility and status of academic life within
relevant minerity groups.

The committee came to recognize more fully the complexity of
even defining minerity group status. Among Hispanics, for
example, there is great diversity in class and culture, To many
disadvantaged MexIcan Americans and Puerto Ricans, old world
Spaniards are not Hispanic minority group members, although
federal affirmative action regulations include the latter group
within the Hispanic minority category.

The issues just raised are net unique to Yale, They
confront most major institutionms as a4 consequence of current
trends and issues 1n American society at large. What, then, are
the special problems we ldevntified that are moYe particular to
Yale?
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1., Perceived commitmpent to minorities

Dur interviews left us with the overriding impression that
sone minority faculty (and others) do not perceive that Yale has
pade a sufficlent commitment to minority faeculty or scholarship
about minorities. Others felt that Yale 1is not a sufficiently
hospitable enviromment to minerity group faculty members, and a
few spoke of occaslonal instances of discrimination in the
¢lagsroomn and by colleagues. This view varled considerably,
however, by department and School. For several interviewees, the
perception that Yale was not sufficlently hospitable was
instrumental elther in thelr own decision te leave Yale or in
their explanation for the failure of other qualified wminority
faculty to apply for or to accept poesitions at Yale. We
recognize that thia is a strong indictment. Whether or not this
perception accurately reflects the objective siruation, the
parception i{s influencing behavior. It needs to be changed.

2, Critical mass

Yale lacks a critical mass of minority group members. There
are several distinct censequences of this fact. Flrst, it leads
toe insufficient numbers of minority group role models--people of
the same race and gender and possibly even the same discipline.

A role model 1s someone to emulate; more importantly, be or she
fnstantiates the realm of the possible. Thus adegquate numbers of
faculty role models are Important for students as wall as for
faculey.

Second, lack of ecritlcal mass diminishes a sense of full
minority pregsence and patrticipation 1n the life of the
{nstltution. Whatever its cause, this situation reinfeorces both
student and faculty perception of the marginal or token role of
minorities at Yale

Third, the relatively low number of minerity group wembers
on the Yale faculty simply reduces the epportunity for

colleagueship among minerity group wembers. This i{s not to say
that professional or personal alliances at Yale are made along
racial bounds alone. Most often they are not, It is merely to

note that many minority faculty expressed the desire for more
opportunities to meet with other minerity group menbers --
opportunities impeded by the problem of small numbers.
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Finally, & lack of critical mass places excessive burdens on
those minority faculty members who are recrulted to and retained
on the faculty at Yale. This fact has a number of distinct
ramifications, which we address next,

3. ev bu

Yale prides 1tself on its strongly held commitment to the
principle of equity, which is at the core of its sense of
community. Yet we learned of a highly shared feeling of inequlity
in some segments of the University: many faculty members are seen
as not carrylng thelr fair share of the burden for the community
beyond the demsnds of theilr own individual scholarship. One
departing faculty member graphically described this in terms of
the "free-rider™ problem: he asserted that among his most
fmportant reasons for leaving was an unwillingness to “support
other people’'s research any longer with my time."

Having too few minority group faculty members has led to a
gituation in which committee work and sedministrative burdens are,
on the average, greater for faculty menmbers of minority group
status. The earnest and well-intentlioned desire of University
officials to have minority groups represented on commlittees
coupled with the small numbers of minerity faculty have made this
inevitable. 1In addition, minoerity group faculty members are
called upon for & substantial amount of informal, yet time-
consuming, advising by minority students. This is undoubtedly
due to the presumed similarity of perspaective, which leads
minority students to seek out minority faculty for advice.

4. Speclal problems of term faculty

The committee heard repeatedly of the widespread perception
that the position of junior faculty members at Yale is especially
unattractive. This situation was noted emphatically in the
Grothers report (19B4Z) on the status of women at Yale. It still
exists and, among nontenured minority faculty In particulsar,
appears retatively unchanged. We believe this has special
juplications for term minority faculty. First, there is &
pervasive view that Yale's tenure system, with only a fixed
number of tenured "slots*, often makes it difficult to recruit
highly qualified nev Ph,D's to term appointments when applicants
alsc have offers from fustitutions with positions that imply
(whether in fact ot enly in principle) more guarantees of
permanence.

Second, on the average, minority group nontenured faculty
mambers at Yale appear to get competing offers earlier in their
careers than non minority group members. Junlor faculty in
general may feel more pressure to take competlng offers earlier,
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before coming up for review at Yale. Some do not see an
availeble slot in zight for themselves; many other assistant
professors do not believe they can compete In an open senioer
sesrch as speclfied in the current Yale procedures. Since
minority group members are especially sought after hy other
tnstitutions that also wish to augment their qualified minority
faculty, meny junior faculty who are members of minority groups
face one or numerous job offers and career decisions before Yale
15 comfortable making or willing to make a tenure decisionm.

Finally, many junior faculty in particular view Yale's
teaching load as especially burdensome vis-a-vis competltive
institutions. This perception makes the attraction and rerention
of nontenured minority group faculty members more difficult glven
the availahility of other optlons.

5. W e v

actien

We have heard complaints that while departments and Schools
uniformly comply with the formal aspects of affirwative action
policies and procedures, there is comeiderable diversity among
Schools and departments, and within departments from ome chsalr to
another, in the intensity with which the spirit of affirmative
action is embodied in behavicr. There is alse great variability
in how well the current faculty, and particularly chairs of
departments, understand current University policies and
procedures. Minority faculty recrultment does not appear to be
uniformly aggressive across all segments of the Yale conmunity
even in cases where the availability pool seems adequate.

6. The role of srea studies

The relationship among minority group representstion on the
faculty, scholarship abour minorities, and such area studies
programs as Latin American studies and African and Afro-American
studies, Is complex. First-rate institutiens such as Yale
benefit from the pursuit of scholarship in a variecy of areas
with the potential for significant advancement of knewledge.
When area studies programs demonstrably contribute to this goal,
as Yale's programs do, they should be aggressively encauraged.
This serves the intellectual life of the University amd is often
the foeus of minority student and faculty activities. Further,
there is & connection between strong programs in such fields and
perceptions of receptivity to mincrities in other fields. It is
clear but worth emphasizing, however, that substantial
scholarship by minerities and even scholarship abaout minocrities
does and should take place outside area studles programs. The
development of more extensive minority presence, therefore, must
be clearly targeted beyond the ares studles programs themselves.



28

VI. PBRecommendatlons

In debating these recommendations, we have been scutely
aware of issues of institutional balance and traditien. We
strongly affirm the Importance of special procedurss for
recruitment and retention of mincrity group members on the Yale
faculty. But we recognize that these must conform with legal and
ethical standards for equitable treatment of all members —of
soclety, The recommendations require a substantial commitment of
energy, a change in perspective, and & sizable allocation of
finaneial resources. Without all three, we believe that a
fundamental change in the situatlion at Yale 1s impossible.

A, sta

We are convinced that efforts to achieve a meaningful
inerease in minority group faculty representation at Yale will be
successful only Lf goals are established against which progress
can be measured. Arriving at realistic goals, however, 1s
difficult, For example, it 1s hatd to determine with certalnty
the existing pool of eligible minority candidates or to predict
the composition of future pools. The numbers are optimistically
tenuous because we assume that Yale and cther institutlons will
be working vigorously over the nmext savaral years to increase the
number of potential mew Ph.D’s and students with advanced
professional degrees who are members of minority groups.

However, there are limitations on overall faculty size, and
faculty attritlon and retirement rates are hard to forecast at
present in view of the expected removal by Congress of the
retirement age cap on tenured faculty members beginning in 1994,

Ve believe that some benchmarks can be derived from the
performance with respect to hiring minerity group faculty of
fnsritutions comparable to Yale. As Table 2 reflects, the
representation of minority groups among Yale's tenured minority
faculty for 1985-86 was 5.8 percent, fourth from the bottom among
comparable Institutiens. For the assistant professor rank,
Yazle's minority group representation was 10.8 percent, also
fourth from the bottom.

Pifferences in size, academic proegrams and geographic
location of these institucions, among other factors not provided
in Table 2, undoubtedly explain some of the variatiom in minority
group faculty representation, particularly at the high end of the

scale., We believe It is reasonable, nevertheless, to expect that
Yale could rank at or mear the top of this group within ten
years. In fact, If these other schools adopt programs to

increase minority faculty group representation, Yale's failure to
take vigoreus action way leave it even further behind its peer
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institutions., Gonsequently, we believe that Yale should commit
itself to establishing and striving toward a set of numerical
goals,

1. Ien-yesr targete

Ve recormend that successive ten-year targets be
established, based on demographic and institutional trends in the
preceding decade. We belleve a feasible goal for che next 10
years 1s that Yale increase its tenured minority group feculty
from 5.7 percent to at lesst 8 percent, or from 40 to 56 tenured
profesaors, and its nontenured faculcy from B.7 percent to at
least 14 percent, or from 66 to 106 minority group faculty
mewbers. This would represent a 40 percent increase In the
pumber of tenured, and a 61 percent increase in the number of
term, minority group faculty members. Table 1 shews that during
the pericd 1979-198B9 there has been a 60 percent increase in the
fiumber of tenured faculty who are members of minority groups and
a 16 percent decrease in term aminority group faculty members.
Based on these results, which were accomplished without the
vigoerous procedures we recommend below, why should we set a lower
target for growth im the number of tenured minority group faculry
members for the next ten years? Three considerations i{nformed
our decislon.

First, the strong decline in the assistant professor pocl
suggests that we may not have a sufficlent number of term
minority group faculty membhers in the existing faculty to be able
to increase dramastically the tenure ranks from within Yale. In
the 1979-1989 ten-year period, 1% of the 31 new tenured positlons
awarded te minority group members of the faculty came from such
promotions to tenure. Second, we believe it is anm unwise short-
term strategy to seek increments at the tenured level by raiding
our fellow institutlons. Third, we believe that Yale's
substantial investment over the next ten years should be to
expand the pool of minority group term professers, vigorously
nurture thelir develepmant, as we will recommend below, and
promote them to tenure.

We want to stress that we view these numerical goals as
conservatjive estimates of what Yale can accomplish on a
university-wide basis. Aggressive efforcs to recrult and retain
minority group faculty, as well as other prograuns recommended in
this report for increasing the pool ef such candidates, should
produce even greater representatlion. Moreover, in Schosls or
departments where minority faculty representation appesrs
unreasonably low, proportionally higher goals may be appropriace.
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2. Procedures for derjving the targeted vositions

To enact this recommendation requires even further
relaxation of fleld and budgetary constraints beyond that
provided by current affirmatlve action policy. What Is needed 1Is
a diverse set of measures to accomplish this goal. The Crothers
counmittee report {1584) outlined four possible ways of achieving
incremeutal slots for women, which we believe apply equally well
for minority group membera, These are: o

a) Mortgaged positions. A new position 1s made
available to a department with the c¢lear understanding thatr it
will be recouped by a future departure at the same rank in the
same department. A position of this kind is incremental to the
department only Iin the short term.

b) Reallocated posicionsz within divisjops. 4an
additional term or tenured position is made available to a
department through the reallocation of divisional funds, possibly
including funds anticipated as a vesult of impending retlrements
within the division,

c) [ w . An
additional term or tenured position is made avaflable to &
departwent by the reallecation of funds between divisions, 1In

neither this nor the preceding case Ls the department expected
subsequently to give up an existing tenured position in return.

Fositions of types b and ¢ are incremental to departments
and to divisions respectively, but they are not incremental to
the faculty as a whole,

d) Hew positiens. A position is made available to a
departwent through the raising of new funds ourside the
University or through the transfer of funds from other sreas of
the University's budget. These positions are incremental to the
faculty as a whole and increase the total number of faculty.

The recommendation to provide some number of truly
incremental slots Is admittedly complex. First, it is essential
to reaffirm that only budgetary and not gquality constraimts are
being relaxed. This is crucial for Yale and fox the Individual
whose pesitlion is funded in this way. Second, the administration
must, if 1t wishes to make such slots avallable, overcome a
pervagive mnistrust by the faculty regarding the ways and extent
to which a £lot becomes incremental to & department.

To schieve the numerical goals specified above, a number of
allled recommendations must be adopted.
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8) Forma] plapping and review procedyyes

We recommend the development of a formal set of procedures
by which department chalrs, at least annually, Initiate
conversations with their departments about minmority faculty
recrultment, Chairs, in turn, will be asked anmnually to present
the department’s affirmative actlon plans for the coming -year.
These requirements will lead to more frequent and regularized
discussions within departments, and between the administration
and the department chairs, about the specifics of each
department's recrultment and retention strategies vis-a-vis
minority group members.

b Development of the applicant pool.

In thelr recruiltment efforts, departments must recognize
that the availability pool is not the same as the applicant poocl.
The former refers to all those minority imdividuals who are
gqualified for a particular position and who might be avallable if
the posicion were offered to them. The applicant pool refers
only te those who have applied for the position. HMany members of
the minerity groups most underrepresented at Yale may not apply
for positions at Yale, in general or within a particular school
or f£ield, because they have not received sufficient infarmation
or encouragement to do so. This peoint is coupled, of course,
with the perception that Yale may be an environment uncongenial
to minerity group faculty members. Aggressive, systematic
outreach to enlarge the applicant pool is essential.

The committee learned of several rescurces already available
to the Graduate School of the FAS that would help individual
departments recruit junior faculty. Thesa are only spradically
used at present. They include a National Name Exchange of
minority group Ph.D's each year, by fleld and specialty, awong a
consortium of institutions comparable to Yale (Appendix D) and an
annual listing of all Ph.D's who held or now hold Dorothy
panforth Compton Fellowships while In graduate school (Appendix
E). Compton Fellowships are among the most prestigious and
compatitive fellowships for minority graduate students in the
Arts and Sciences., Thus, in some cases, special recruitment
programs to reach rargeted groups can be facilitated by use of
already available resources; in other cases, new gstrategles and
procedures will need to be develcped to meet the needs of a
particular fleld or diseipline.

E. ete o ult embers

Several changes are recommended to enable greater success in
the retention of minority group faculty members at Yale.
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1. Responses to outside offers

The University must improve its methods of providing
creative, prompt responses to competitive offers from other
institutions. Because of the limited number of minority group
faculty members avallable mationally at the present time, we are
striving to respond to a problem that derives from long-term,
national social forces. In this context, the committae belleves
that for Yale te fulfill its responsibilities, individual.
responses may be needed that would appear extraordinary under
more socially optimal conditions.

2. Adeguate compensation foxr bearing speclal hurdens

Yale needs to develop & system for greater dispersion of
copmittee assignments &and a more centralized clearinghouse for
demands on faculty time. Faculty members can currently be asked
to serve pn committees by their chairs, Deans, the Provost, and
the President, and these various quarters are frequently unaware
of one another's requests. Although a faculty member can decline
to serve, implicit pressure, experienced by junior faculry
members in particular, coupled with a sense that citizenship and
cooperation inhere only in a segment of the entire faculty have
led to serious burdens for some.

For minority group faculty in particular, it is likely that
until the number of such faculty members grows., the dezire for a
minorlty presence on Iimportant committees, and the time minority
faculty spend informally counseling minority students will
continue to place an undue burden on our current colleagues.
Some plan must therefore be developed to reduce the efforts of
minority group faculty members in other spheres (e.g. earned
sabbatical time, course release) or to reward unusual
contributions to the community (e.g. with summer research
support). 1Indeed, wa suggest that all faculty at Yale might
benefit by the intrcduction of more rewards in the system for
extrazordinary performance in a varlety of spheres e.g.,
outstanding teaching.

3. Mentoring procedures

We recommend the development of a more explicit mentoring
system for junier faculty. Mentors are different from role
models because & mentor has a closer and more invelved
intellectual relationship with a younger faculty colleague. We
emphasize that mentors of minerity group faculty are often not
themselves minority pgroup members but rather are simply those who
halp an individual'’s progress through the system by providing
explicit feedhack and advice about "career management,”
Department chairs sometimes play this role, but the committees
Found this to be sufficiently sporadic and haphazsard so that we
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reconmend the development of a more expliclit system. We believe
that with greater actention to, and resources for, career
development, Yale will be able to promote significantly greater
numbers of minority group faculty members from tha term to
tenured ranks.

4., Review of teaching essignpents in the FAS

There is & pervasive viaw that the teaching load in FAS is
high relative to that at comparable institutions. We recommend
the appointment of a committee to make the necessary syatematic
comparisens and to review ths number and diversity of course
offeringe within Yale College in particular. Faculty teaching
loads might be reduced by streamlining the set of course
offerings as well as developlng strategles for providing unique
reductions to targeted groups within the faculty as detailed
above.

C. - o 4]

on the Yale Faculty

Until the number of winority group faculty members at Yale
increases permanently, we propose a varlety of strategles to
enlarge minority presence on campus in the short run.

1. ¥ u

We recommend development of a large-scala, University-wide
program of visiting minority group professors from cther
{nstitutions who would spend a year (or more If possible) at
Yale. The committee strongly believes that Yale, and comparable
institutions, serve the nation and themselves poorly by simply
raiding one another or the traditionally Black colleges and
unlversities to increase thelir number of minorlty group faculty
members. Visiting professorships, in contrast, expand collegial
petworks across institutions, which might be of spacial
importance in the development of future minority scholars for
Yale. For example, a visiting prefessor might be encouraged to
bring one of his or her own advanced students to Yale to receive
tralning.

2. Regrultpment of leaders in pontraditional fields to
gerve as faculty

Ve recommend that visiting or part-time minority group
faculty be recruited fromn beyond the traditional walls of the
academy as well, to include for example, professionals from both
the public and private sectors as well as writers, artists, and
musicians. Yale's College system, especially the College Seminar
series, appears especially well sulted to provide a contextc for
this type of visitor., Other Schools at Yale may need to develop
further cutlets to provide flexible opportunities for increasing
the faculty presence of distinguished nonacademics who are
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members of minority groups.

D, Developmept of the plpelipe ot Yale

The committes urges recognitlion that changes in minericy
faculty recruitment and retention cannot be ultimately successful
without explicit efforts to develop & fuller minority presence
all along the pipelifne. We were struck in our interviews by how
frequently the decislen to come to Yele or to stay despite.
attractive outslide offers was attributed to former Yale tles as
undergraduates, graduate students, or members of apecial summer
programs, The desirability of intellectual diversity implies
that Yale's faculty be drawn from graduates of many other
institutions, MNonetheless, the committee believes that Yale may
have moved too far im the directlion of turning away from its own
students and recommends that in especially meritorious cases we
enlarge the opportunities for faculty poesitions among our awn
minority students.

We begin at the undergraduate level because the plipeline at
Yale is relatively wide here; thus {t seems a logical polnt of
departure for a systematic approach. The committee did moet
address the status of minority students per se but focused on the
experience of such students as it relates to the devaslopment of
minority faculty.

1, Programps at the undergraduate level
a) Programs fox students of Yale Collagse

We suggest that Yale College identify and provide mentoring
for selected Yale minority undergraduates as an explicit
recrultment wmechanism for gulding them toward academic careers.
We recognize that all undergraduates would benefit from such a
program and that many already seek out mentors in their
digeiplines while they are juniors and seniors. We helieve,
however, that students who are members of minority groups need
more vigorous recrultment toward academic careers; the national
demographlc data and the Yale experience urge this view. A
principled, systematic recrultment program might iumclude regular
meerings of the students and thelr mentors modelled after the
Scholars of the House program. It must surely provide stipends
for summer research with mentors and opportunities to attend
regional and national meetings when appropriate.

b) Progranms for nou Yale students

Yale should sBecure funds to develop speclial sumwer programs
for minority students who attend other colleges and unlversities.
Although Yale 1s currently perticlpating in one such exchange
progranm wlth Cormell, FPrinceton, Stanfoerd, Berkeley, and UCLA
(See Appendlx F), 1t is quite limited In size and scope. Yale
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could provide national leadership in enhancing opportunities for
qualified minority students to gaim admission to graduate school,
while increasing ite demonstrable commpltment to wminority
development. Prior experlences with such programs at Yale
suggest other direct benefits. For example, the Department of
Economics held a training program for three successive summers
and found & striking assvciated increase in the number of
minority graduate student applications in Economics.

2. ogy radust b4

a) Reeruitment

We recommend that more strategles be developed and more
resources be made avallable for the Ldentificaction of gualified
minority undergraduates to be recruited te Yale graduate and

professional schools. The committee learnad of numerous efforts
already Iin place in the Graduate School of the FAS and in many,
although net all, of the professional scheols. These efforts are

typically understaffed and underfunded. Vigorous recruitment
often requires outreach to the students ar their own colleges and
universities, planned visits by prospective students to Yale with
full day-long agendas, and often sizable stipends. These teke
time and money, resources that have been insufficlently allocated
at the present time, If Yale Ls to contribute to increasing the
nation's minoerity pgroup members on university faculries im the
future, it must expand lts own recrultment and traiuning efforts
now.

b) Assistance in completion of dogree
1) Yale students. The committee recommends that

expliclt efforts be made to insure that minority group members
have adequate tangible and intangible resources to complete their
work teward the degree. Even those receiving stipends have only
four years of suppert and members of disadvantaged groups may not
have sufficient personal resources to support themselves beyond
that time. If they need to find extra teaching positions or take
on extrs work in the fifth year and beyond, or if they perceive
less Intangible support than they need, progress toward the
degree may be impeded. Some, indeed, do not ever finish. This
problem is mnot unique teo minorities but, If 1t aceurs to a
winority group member, it exacerbates the problems being
addressed in the current report.

2) Non Yale students, Some funds should be made
available for minority students from other institutions to carry
out a portlon of their acholarly aetivicy at Yale if they are
working on subjects of special interest to faculty menbers at
Yale. Often this is most helpful to students after they have
completed the formal requirements at thelr home institutioen. We
belisve this opportunity weuld make salient Yale's comm{tment to
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young minority group scholars and sgerve Yale as a potential
recrultment rescurce.

c) Speclel vrograms

Yale has been slowly increasing its master’s level programs
and in some limited cases providing oppertunities for nondegree
granting, postbaecalaureate progranms, for example in the Division
of Special Reglstration of the Graduate School. Additiomal
training often motivates students to apply to Ph.D. programs. In
gome cases it provides additional ekills and coursework necessary
for successful admigssion to Ph.D. programs at Yale or conmparable
institutions. OQuallfied minority group students have not been
explic{tly recrulted to such opportunities, except in certain
area studles programs, and Yale has invested relatively few
resources in this type of activity. The Committee believes that
such programs or opportunities for speclal registration status
need not create second class citizens, Rather they enahble
students who might otherwise never consider academic careers to
experience the excitement of the regsearch enmterprise of a great
university before they must make a formal commitment to a
graduate career by seeking full admission.

3, Postdoctoral fellowshipe.

We recommend the creation of & substantial minority group
postdoctoral fellowship program at Yale, Such a program would
provide trsditional tweo-year and longer term {up to five-year)
postdoctoral positions with the length depending on the trainee's
discipline and the avallability of a clearly designated mentor.
Adequate research funds and other resources to facilitate
scholarship are integral to the success of this type of program,
Persons selected for these appointments should be appointed with
a department’s understanding that it has responsibility for the
nurturance and continued development of these trainees.
Departments all across the University should be encouraged to
participate in this postdoctoral effort. This program would be
explicitly intended to develop & cadre of qualified candidates
from whom Yale could tecruit for its own Jjunior faculty
positions.

E. Specific iwplementation plans

The genmerality of some of our recommendations 1s
necessitated by having to consider the Yale faculty as 2 whole.

1. o tlo ttee

We therefore recommend the immediate appointment of a
conmittee at each Schoel to examine the report and develop a set
of strategles and agendas relevant to that School’s particular
mission and constraints. It ls recommended that the President
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ask each Dean to report to him about his or her committee's
deliberations, including clear implicatioens for immediate and
long-range budgetary and academic planning, no later than the end
of the 1989-90 academic year.

2. Stending University review copmittee.

We further recommend the appointment of a standing
University-wide committee to review, on an annual basis, progress
toward the genesral University goals that are elaborated in this
report and the speclfic implementation plans of each School.

This Committee will work with the Pruvost and relevant Deans with
full access to pertinent information, OCne ex{sting model in the
FAS is the Committee on the Economic Statua of the Faculty. We
believe the faculty must comtinue to be invelved in, and informed
about, the University’s plans and progress regarding the efforts
to recruit and retain faculty who are members of minority groups
and to contribute in &n extensive way to the nation’s efforts to
prepare minority group members for academlc careers.

VI1. Goncluslons

This raport has analyzed a full array of issues bearing on
the recruitment and retention at Yale of faculty who are members
of minerity groups. The Committee recognizes the magnitude of
the issues {t has raised and the financial and procedural
complexity of initiating the propesals it has made. We
deliberated extensively and often heatedly, but we fully beliave
that the changes we have elaborated are urgently needed and
overdue. Yale is lagging behind comparable institutions, despite
goodwill and enforcement of affirmative action procedures., If we
do not respond beldly, the situatioen at Yale will not remain
static, Trends in the data we have evaluated suggest that it
will worsen, s consequence that all members of the academy must
find intolerable. We end as we began, on & note of urgency and
with a call for greater equity and diversity at Yale.

Respectfully submitted,

Judith Rodin, Chair Philip R. Allen Professor of Psychology;
Professor of Medicine & Psychiatry

Richard K. Chang Frofessor of Applied Physics and
Electrical Engineering

Michael G. Cocke Eird White Housum Professor of English

Drew 8. Days 111 Professor of Law
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Dwight T. Janerich

Alvin K, Klevorick
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Leslie Moore
Sharen M. Osterx

Hugo Rodriguez-Vecchini
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John M. Musser Professor of Psychology,
Professor of Psychelogy, Child Study
Center and Institution for Social Policy
Studies

Professor of Epidemiology

Professor of Ecomomics; Joehn Thomas
$mith Professor of Law

Deputy Provost

Anthony N. Brady Professor of Fathology;
Professor of Cell Bioiogy and Blology

Associate Professor of English
Professecr of Econmomics and Management

Assistaunt Professcr of Spanish
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Appendix A

Demographic Data

At Yale, as at educatlonal institutiens across the nation,
minorities make up only a small proportion of the faculty. In
1985-86, 8.7% of tenured and 12.8 ¥ of non-tenured ladder faculty
at all scademic Institutions were Black, Hispanic, Asian or
Native American. Table 1 shows the minority percentages for term
and tenured faculty for Yale, nine competitlve schools, and,
nationwide in 1985-8B6. Natlional figures, which include Gwo-year
fnstitutions and public and private colleges and universities,
are higher than Yale for every category except for Hispanlic term
faculty, but compared to other competitive institutions, Yale's
minority faculty percentages fall within mld-range.

A. National Datyg

Tahle 2 shows changes over time in natleonal minerity
representation in higher educatien., Overall, from 1975-76 to
1985-86, the number of ladder faculty natlionwide stayed about the
game. The contrasts in growth between minority and non-minority
faculty ever this time is striking. The number of faculty
mewbers who are White has decreased by one percent while the
number who are minority imcreased by 31 percent. But there is a
strong contrast among different minority groups. The number of
faculty members who are Aslan has almest doubled, in contrast to
the number of faculty members who are Black, which has increased
by only twe parcant.

Even doubling a small number still results in a small
number; minority faculty are still {(in 1985-86) less than ten
percent of all ladder faculty. Thus, even though great relative
gains have been made in increasing minority representation on the
pational faculties, the overall number and preportion of Black,
Hispanic, Asian and Native American faculty members are still

small. The nunber of faculty members who are Black, in
particular, has not grewn relatively or absolutely at the same
rate as the numbers of other minority faculty members. In this

light, we concentrate in the next section on the representation
of Black students and faculty nationwide,

1. ac a w

A wide range of problems have been cited for the poor
representation of students who are Black at all levels of the
academy. Lack of high schaol and college mentors, decreasing
college financlal aid, and worry about graduate school loamn
repayments are related to their absence from the academic ladder.
Also cited are the higher than average proportion of Black
etudents who enroll in two-year colleges (many of which are
proprietary) rather than four-year colleges, and the inability of
many colleges and universities teo provide the educatliconal and
cultural nurturing supplied by cthe historically Black colleges.
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Yale
National

Range of 9
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O All Ranks:

Yale
Matlonal
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Competltlve Schools

Appendix Table 1
Comparative Ladder Faculty
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1985-198¢6
Total Matlve

Minorlty Black Hispanic Asian _American

5.8% 1.B% 0.9% 3.1% 0.0%

8.7% 1.6% 1.5% 3.3% 0.3%
1.7% - 9.6% 1.0% - 2.3% 0.9% - 2. 1% 1.7% - 6.1% 0.09% - 0.4%

3.4% 3.0% 2.0% 4.5% 0.0%:

12.8% 5.4% 1.9% 51% 0.4%

- - - » = Not Avallable - - - - -

*Notes:
Competitive Schools: Columbia (including Teacher's College), Duke, Harvard, University of Michigan, MIT, Stanford,
University of Texas, UCLA, University of Wisconsin,
Percentages may not add 50 Totals because of rounding.
Sources:
Yale: Affirmative Action Office Workforce Analysis. Numbers differ slightly from Yale's submission lo the
1985-1985 EEO-6 teports, as reported in the Lext in Table 2.
Netiopal: American Council on Education, Office of Minoriry Concerns, Seventh Armurl Status Report on
Minorities in Higher Education, 1988, Tb. 13.
Competilive: Joyce Bennett Justus, €t al, Thr University of Califernia in the Twenty-First Century: Successful

QIR: RCG 5/15/89

Appreaches to Faculty Diversity, (University of California, 1987), p. 29.



Appendix Tabke 2
Minorities 1a Higher Education
Natloms! Imdicaiors®

(1. S. Citlzens Only)

_ 1976 - 1986
Total Asinn Native Tatal Aslam Natlve
White  Miwority _Bisck Hispanie Americam American Whiie Minority Black Hispanic American American
18 . 24 Year Oldr:
High Schoal Gradaades
% of Total* E7.9 A 0.3 40 NA NA 4.0 NA 129 59 Na NA
Nustiber (i thovasada) 19,046 NA 2,13 362 * NA NA 13,28C NA 2,801 1,506 * NA Na
High Schoot Completion Rute  §2.4 NA 67.5 556 NA NA Bi.1 NA 5.4 59.9 NA NA
Enrolled i Collepe (Undergraduacs Level)
% of Towl* 874 NA 10.4 43 NA NA 844 NA 10.8 8.0 N NA
Number [z thousends} 6,276 NA 48 0 NA NA 6,239 NA b a4 * A NA
College Participation Rme 1o NA B4 36.0 NA NA Ml WA B6 9.4 NA NA
Caollege Enrollment:
Enarcttmem (A1 All Levels)
100% = 4.3 157 9.6 16 L.E a7 815 18.5 B9 51 37 o7
Numbet (in thoussnds} 9,076 1691 1,013 s 198 76 9,914 2,243 1,081 624 448 90
Undergradoate Enmltment Onty
100% = B3.5 165 10,1 1 LB 0.7 50.7 12.3 9.4 5.4 17 08
Number {in thousends) 7827 1,550 850 asy 173 ki 3,552 2,042 995 569 394 .7
19715-1976 1954-1985
Telnl Asinn Native Total Asinn Native
White Minorily _Black Hispanic Ameriean Americam White  Minority Black Hispanle American American
Number of B.A."s Confermed
100% = .8 102 6.5 20 1.2 0.4 5.0 12.0 6.1 R 7 0.3
Mumber BL13D9 91,771 9.1z 17,964 11,193 3,498 826,106 112,988 51473 253958 4,246

5874

1%



1576 1935
Tatal Nallve Tolnl Asian Nalive
White  Minorily _Black Hlspanle American American White Minority _Black Hispanic American Amrrican
Gradoate School Enrollment
0% = §9.7 10.4 6.3 19 5B 0.3 §7.2 12.8 55 15 3.3 a4
Number {in thou pnds 1.030 119 12 2 13 4 1,132 166 T2 45 3 5
Professional School Enroll
100% = 93 BT 4.6 21 1.7 04 6.5 132 53 14 4.1 0.4
Nomber {in thourmnds) 20 21 1 5 4 1 10 35 14 9 1 1
1975.1%76 - 1984.198%
Total Aslan Natire Tuotal Aslan Native
White. Minerity Black Hispanmle American American White Mlnority Black Rispanic Amerlcan American
1x Profesional Degrees Conferred -
MDD, 1.0, Dv., Dental)
100%0= 920 8.4 4.4 13 156 1.3 1 99 41 27 2.6 0.4
Nember 56,332 4,524 2604 1,073 962 189 63,213 8977 3,029 1584 1E16 248
Medical School Degrees Conferred
(Inchudes Foreign Students)
100%e= Na NA 54 13 NA 02 NA NA %1 L0 RA 0.4
Number NA NA 43 159 NA 31 NA NA 828 331 Na 65
1977 1987
Total Aslan Natire Tots) Asian Natlve
White  Minority _EBlack Rispanic American American White  Mimorlty Rlnck Blapunic Awerlcan American
Number of Dodoratex b — _— — — i —
1009 = 02 18 4.5 1.7 1.4 03 0.8 1 14 28 2.4 0.5
Nomber 23,065 1,943 1,116 411 19 &5 0,358 2038 765 614 540 115

A/



Faculty {xll clibxenships):
100% =
Number
% of Tolal Minority

All Ladder Faciley
100% =
Nussber
% of Total Mincrity

Tenwred - Ladder Faculty
100% =

Number

% of Total Mimority

Nem-Tenured - Ladder Fuacahy
100%: =

Nomber

% of Tota! Minority

* Hispanics can be ol any mer, wod, themfore, percentages of total 4o not add 1z 100%.

Sourcey:

Sixth Anmual Staus Report 1987 an Mi

1375.1976 1985.1986
Tetal Natlive Total Natlre
White  Minority _Biack Eispanlt Asian Amtrican ¥While, Minority _Black Hizpanle Aslan American
9.7 83 4.4 1.4 2.2 0.2 %00 10.0 43 1.7 39 1%
409,547 34,583 19,746 5,323 9,763 1,051 439,767 49,032 20,83 BDR7 19,104 1358
53.5 121 265 8 41.4 16.5 0.0 iz
92.4 16 4.1 1.3 2.0 0.2 901 9.9 41 16 33 0.4
335,431 27,700 14,740 4.831 1354 s 330,409 36,263 15m6 6,011 13,882 133
532 174 265 28 415 16.6 333 37
93.9 6.1 3.0 1.1 1.3 0.2 o ) 87 16 (-] i3 0.3
219,160 14338 T.45 1,599 4281 413 237,861 22,680 9.282 4032 300 266
491 18.1 99 29 439 17.8 378 EX ]
»7 103 59 17 24 a3 £7.2 128 54 1.9 51 0.4
116,241 13,362 7695 2,212 31073 362 02,542 13,583 5,754 1979 5382 168
516 16.7 230 7 424 [4.6 A 14
Seventh Annual Siatus Report 1948 on Mimorities in Higher Education, American Council o Ed , Office of Mi G  Tables 1,2, 3, 5,7, 8,11, 13
in Higher Ed American Covecil on Ed Office of Mi , Tables 34, 3D,
Fifih Annusl Sume Repon 1936 on Minorities i Higher Education, Americen Council on Bd Dfice of Minon Table 12

Summary Report 1987 of Doctoral: Reciprents [rom United Statex Universities, National Rescarch Council, National Acadlemny Press, 198¢. Tables G, I N.

OIR: RCG 5/L539

£y
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As Table 2 indicates, from under-graduste education onward, the
representation of Black students has declined or falled to
increase at the sane pace as that of other minorities and Whites.

a) ligh School Completion and College Enrollment.
Blacks who are 18-24 years old have increased their high school
completion rate from 67.5% In 1975-76 to 76.4% In 1985-86.
Although the number of Black high school graduates has grown, as
has the number of Black women enrolled in college, the college
participation rate of both Black men and women has declined;
33,42 of Black high school graduates who were 18-24 years.old
were enrolled Iin college in 1975-76 versus only 28.6X in 1985-86.
Moreover, while Black and White college participation rates were
equivalent in 1975-76, they differed by 5.5¥ in 1985-86., The
incresse in number of Black college students has not kept pace
with the total growth of undergraduate students, and Black
students have declined from 10.1X of the national student body in
1975-76 to 9.4X Iin 1985-86,

b) B.A.'s Conferred. The share of natrional B.A.'s
awarded to Black studente has declined from 6.5% of all B.A.'s

awarded to U.§5. cltizens and permanent visa holders im 1975-76 to
6.1% in 1984-85, From 1975-76 to 1984-85, the total number of
B.A.'s awarded to non-foreigners fincreased by &.0X; at the same
time, B.A.'s awarded to Black students decreased by 2.8X. HNost
of this decline was due to Black male students; the number of
Black male students earning B.A.'s decreased by 10,2% over this
time pericd, compared to a mational decline of 6.7% for all men
who received B.A.'s. Black female students have done better than
Black male students in terms of receiving E.&.’'s, but thelr
numbers have not increased comparably with those of other
females. The number of B.A.'s awarded to Black female studenis
increased by only 2.9% compared to a 16.5% increase for all
women,

c} Graduate gnd Profesgional School Enrellments, At
the graduate level, Black students were 6.3X% of all enrollees in
1975-76, but comprised only 5.5% in 1985-86, The number of Black
students In graduate programs in 1985-86 was exactly what it was
ten years before: 72,000. This, hewever, masks a decline In the
late 1970's and early 1980's to an enrallment of 61,000, which
was then followed by an increase.

Professional scheol enrollment by Black students has
actually grown faster than enrcllment by White students or total
enrollment. Still, enrollment by Black students Iincreased 27X
from 1975-76 to 1985-86 while all minority enrollment increased
71%. Black students have slightly increased thelr proportion of
all students enrolled in Professional schools from 4.6X to 5.3%.
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d) Exgiggiigng+_nggnggi. Nationwide, the number of
First Professlonal degrees’ awarded has Ilncreased by 14.6% from
1975-76 to 1984-85; the number estned by Black students has
almost kept pace, az 1t has Increased by 12.4%. But there are
sharp gender differences. The numbar of Black male students
receiving professional degrees deecreased 19.5 percent while the
number of Black female degree holders increased by 107 percent,
The decline in degrees earned by Black males is sharper than the
decline In degrees earned by all males, and the increases in Black
female degree holders is net as high as the increase for all
females. Conseguently, the proportion of all Flrst Professional
degrees awarded to Black students has slightly declined.

e) Doctorates gwarded. The small numbers of Ph.D.'s
received by Black students are particularly dramatic. From 1877
to 1987, the number of doctorates awarded to Black students
declined steadily from 1116 to 765. A breakdown by field shows
that only 2328, or 42_.9%, of the 765 doctorates in 1987 were in
Engineering and Arts and Sclences; over half were in Education
{see Table 3). Data not presented here show that the proportion
of all Blacks awarded doctorates {including Education and
Professional doctorates) who were going on to academic posictions
has declined from 67,3 percent in 1977 to 51.6 percent in 1987.
This parallels a trend away from academic employment for =all
doctoral recipients, but the decrease in the percemtage of Black
and Hispanic students who have earned Ph.D.’s and are entering
academe is particularly sharp. Approximately 385 Black Ph.D.
reciplents in 1987 went on to academic positions, 174 of which
were in the Arcs and Sciences.

Most of the overall decline in the awarding of doctorates to
Black students has been attributed to Black men who, in 1587,
received less than half the number of doctorates that they had
recelved tem years earlier, The numbsr of Black women doctoral
reclpients reached a peak in 1982, but has since declined to the
same level as 1in 1977.

£) Laddey Facultv. As & proportion of all ladder
faculty, in 1985-86, the number of faculty numbers who are Black
has remained at 4.1%, the same level as ten years before.
Tenured faculty who are Black have increased steadlly throughout
the decade from 3% to 3.6X of all tenured faculry., Term faculty
who are Black, however, declined from 1975-76 to 1983-84 from
5.9% to 4,8% and then increased to 5.4% 1in 1985-86 (see Table 2}.

B. Miporities at Yale and comparable instivutiouns

1, Updergraduateg. At the undergraduate level, Yale has
had strong growth in minority representation over the last twenty
years, mostly due te the steady growth of Asian-American students
(see Table 4). Aslan-Americans increased steadily frem 2.9

1 y.p., L.L.B., K.D., M. Divinity.



Appendix Table 3

Doctorates Earned By U.S. Citizens Only* In 1937
(Exctuding Education and Professional Doctorates)

Total Asian Native
White Minority Black Hispanic American® American Total

# % # % # % # Fer # % # .S #* %
Physical Sciences 2,788 195 17 15.1 2% 88 o 15.7 14 215 10 15.2 2995 19.2
Engineering 1,327 9.3 178 139 12 3.7 1 59 135 2719 7 10.6 1,505 9.7
Life Sciences 3816 267 316 2486 78 238 I 18.9 145 300 16 242 4,132 26,5
Social Sciences 3891 272 379 295 136 41.5 146 359 75 155 22 333 4270 274
Humanities 2470 17.3 205 16.0 73 _223 9% 2346 25 5.2 11 167 _2675 _17.2
Total 14,292 1000 1285 1000 328 1000 407 1000 484 1000 66 1000 15577 1000

91.8% B2% 2.1% 26% 31% 04%

* Permanent residents, who make up only 3 smalt proportion of all U, S. doctoral recipients in 1987, are omitted from this table.

Source: Summary Report of the 1987 Survey of Earned Doctorates of the Natonal Research Council, pp. 17 - 18,

OIR: RCG 5/15/89

g%
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Appendix Table 4
Undergraduate Entering Classes
Yale Classes of 1974 to 1988

Tetal
% Total % % % Asian % Native Including
Entered _Class Minority Black Hispanic American American  Foreipn

1970 1974 10.1 6.5 1.0 25 0.0 1,253
1971 1975 121 66 2.6 29 0.0 1294
1972 1976 14.6 7.2 3.6 38 0.1 1,342
1873 1977 150 6.0 5.4 34 02 1,305
1974 1578 12.9 6.1 31 37 0.0 1314
1975 1979 148 6.4 4.4 4.0 0.1 1,350
1576 1980 13.2 57 33 4.1 0.2 1,300
1977 1981 16.5 59 4.3 5.8 0.5 1,330
1978 1982 14.5 52 8 5.2 0.2 1,372
1579 1983 13.9 56 3.1 5.2 0.1 1,275
1980 1984 17.0 6.9 39 6.0 0.2 1,257
1981 198BS 17.4 6.8 3.1 7.3 0.2 1,295
1982 1986 158 6.1 2.8 6.9 0.1 1,305
1983 1987 143 6.0 2.9 5.7 0.2 1,255
1984 1988 173 £9 2.7 7.5 0.1 1,344
1985 1989 17.8 6.3 34 8.1 0.1 1,278
1986 1990 19.6 6.1 i3 9.9 0.3 1,291
1987 1991 21.7 1.6 4.4 9.5 0.2 1,312
1088 1992 225 1.6 4.1 10.7 0.2 1,275

Soutce: Yale College Admissions Profiles.

CIR: RCG 5/15/89
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percent of entering students in 1970 to 10.7 percent of the
current freshman c¢lass. Untll the entering class of Fall 1%87,
however, Black students had not grown consistently in numbar or
as 2 proportlon of the c¢lass. With the classes entering In 1987
and 1988, an sdditlonal 20 Black students Increased the
proportion of entering students who were Black to 7.6 percent.
After fluctuating for the last twenty years, Hlgpanic
representation in the entering Yale classes has been higher for
the last two classes., This year, Mexlcan-American and Puerte
Rican students made up 4.1 percent of entering undergraduates.

Table 5 shows data on minority undergraduate enrcllments for
Yale and five competitive Institurions, The minerity percentage
is cvalculared taking the enrollment bass as all non-foreign
students. Compared to tha 5 other institutions in Table 5, Yale
is in the mid-range of entering students who are minority group
members acress the board for each winerity group. Other data
gshoew that for each of the instituticons over the last ten years,
the rate of admission offers tc Black students has regularly been
about 20Y higher than the admission rate of non-minority
students. {(The admission rate is defined as the number of offers
extended as a fraction of the total applications received).

Many ipstitutlions have recently begun te emphasize minority
retainment in addiction to minority recruitment at the
undergraduate level. At Yale, where the graduation rate (the
rate at which entering students eventually receive B.A’'s) is
known toe be high, lomgitudinal rates ere not regularly
calculated., Cross-sectional data comparing the number of
entering students in 1984 with the number receiving B.A.’'s in
1988 &re available, but they may be somewhar unreliable dus to
students transferring from other institutions throughout the four
years of college, Given these caveats, for the Class of 1988,
somewhat fewer Black students received B.A.’'s than entered in
1984. This does not appear to be true for White, Asian-American
or Hispanic students.

2. Graduate apd Professional Schogls. The Yale Graduate

School's patterns of minority representation parallels thosze of
the College, although the levels of minority presence are lower

{See Table 3 in the text). The overall percentage of minority
students has been growing steadily, mainly because of the
increase in Asian-American students. Representation of Black

students has grown steadily enly iIn the last three years, and naw
Black and Aslan-American students each comprlse 3.2 percent of
the enrolled non-foreign students,.

4 closer look at the results of the admission process in the
Yale Graduate School shows that the adwissien rate for minorities
in 1987-88 was the same as the admiselion rate for White
candidates: each was about 30 percent. Black and Hispanlec
sccepted Yale's offer of admission more frequently than did White
or Asian-American students; 68 percent of Black students and 58
percent of Mexican-American and Fuertc Rican students who were
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Appendix Table §
Undergraduate Matriculants, for the Entering Class ol 1988
Yale and Comparable Enstitotions

Total

Total Asian Native Non-
Numbers Minority Black Hispanics American American  Foreign
Brown 286 93 59 124 o 127
Dartmouth 245 9] 38 87 30 1,039
Harvard 451 136 29 228 B 1,532
Princeton 232 70 54 105 3 1,078
Stanford 582 162 162 256 2 1,558
Yale* 315 928 61 153 3 1,243
% of Total
Brown 214 73 4.6 10.5 4.0
Dartmouth 237 8.8 3.7 84 2.9
Harvard 30.1 8.9 58 14.% 0.5
Princelon 21.5 6.5 5.0 9.7 0.3
Stanford 314 104 104 164 0.1
Yale* 25.3 7.9 4.9 12.3 0.2

Range 21.5% - 37.4% 65% - 104% 37%-104% B4%-164% 0.0%-29%

* Differs slightly from Appendix Table 4 due to the date of reportage and the exclusion of forcign
swdents from the toul.

Source: Consortium On Financing Higher Education Redbook X1II, Table B., Jan. 1989

OfR: RCG 5/8/89
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admitted accepted Yale's offers as compared with 34 percent of
Asfan-American students and 45 percent of White studencts.

Because of the small numbers Iinvolved, it 1s notable that 1537
Black, Hexican-American, and Puerto Rican students applied to
Yale, and 28 eventually matriculsted. We do not know whether the
students who were not offered admiseion or whe did not accept our
offer attended other institutions or decided not to go on to 2
doctoral program.

Table 6 presents data on the students who accepted offers of
admission from Yale and 9 comparable schools In the fall -of 1988,
These students are not always the ones who actually attended fall
classes because sumper attrition and last-minute acceptances
alter the composition of the class. Only Berkeley and MIT have
exceptionally high representation of minority students, and
Asian-Americans make up a large part of thelr minority graduate-
student body. Harvard and Stanford slso have high proportions of
minority students. Compared to the other institutions Iin Table
6, Yale 1s, overall, in the lower half of entering graduate
students who atre minority group members. The proporxtion of Black
graduate students coming te Yale, however, is 3.3%, which 1s near
the tep among the Iinstitutlons listed; the entire range is falrly
nartow, however, and disappointingly low as it varies from .8
percent to 3.5 percenc,

3. Ph.D.'s Copferred. Table 7 shows that over the last 17
years, the number of all Arts and Science Ph.D.'s conferred at
Yale to U.$. citizens and permanent residents has fluctuated and
that 1987-88 number i¢ higher than for scue other years in the
1980's, Paralleling national trends, at Yale, the number of
Ph.D's grented to White students has declined as the number of
Ph.D's granted to non-resident allens has grown (data not
presented here), In contrast to natiomal trends, however, at
Yale there has been nelther a consistent decline In the number of
Ph.D.'s granted to Black students nor a dramatic increase in the
number of Ph.D.'s granted to Asian-Americans. The number of
BHispanic students recelving Ph.D’s is alsc very small, but it has
shown an increase. In 1988, mimority students recelved 7.0% of
Yale Ph.D's awarded te U.S5. residents,

The numbers of Ph.D's conferred at Harvard, Princeton,
Stanford and Yale in 1987-88 are shown in Table 8. @Only Stanford
stands out with a much higher representation of all minority
students, Blacks and Asian-American students in particular,
recelving Ph.D.'s. Although Stanford has a much larger Hispanic
presence at the undergraduate level than do other comparable
inetitutions, it does not currently have & disproportionacely
large Hispanic population in graduate school or receiving the
Ph.D.

Data on doctorates granted natlonally in 1987 are also
jncluded in Table &, although doctorates awarded to Aslan-
Americans are slightly underreported dus to the exclusion of
permanent residents. Overall, minority students recelving Ph.D's
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Berkeley
Browm
Chicaga
Columbia
Comell
Harvard
MIT
Princeton
Stenford
Yale

% of Totaled

Berkeley
Brown
Chicago
Columbia
Comell
Harvard
MIT
Princeton
Stanford
Yale

Range

Appendix Table 6

Graduate School Matriculants®, for the Entering Class of 1388
Ysle and Comparable Institutlons

June 1938
Talal

Minerity Black Hlispanics
404 80 136
30 9 i0
a4 14 13
25 6 6
115 28 k" |
64 16 19

227 = as 21 **
20 3 5
91 14 31
46 20 11
17.6 1.5 5.7
18 3 2.6
6.7 21 2.0
39 0.9 0.9
4.0 2.2 27
11.2 23 a3

22.0 »= 34 2.0+
53 0.3 1.3
12.3 1.9 42
7.7 3.3 1.8

5.3% - 22.0% 0.3% - 1.5% O9% - 5.7%

Aslan
American

174
9
16
12
52

1.9% - 16,5%

St

Total
Natlve Including
Ametican Forsign

20 2,207

2 -.384

1 656

1 642

1 1,283

2 573

1 1,031

1 75

2 733

1 598
0.9
0.5
0.2
0.2
0.1
0.3
Q.1
0.3
0.3
6.2

0.1% - 0.9%

* Mutriculants as of June 1988 are not necessarily those who entered in the fall of *88. Other data from Yale show

that the percent minoerity dropped from 9.3 of June matriculants to 7.7% of the entering class due 10 last

minule acceptances knd summer attrition. Fatl '88 data arc not availebls for institutions cther than Yale.

“* (uiestionable as to whether the data mnclude Hispanics other thary Chicanos and Puerto Ricans.

**+ Minority percenlages of & class are usually celculated as Minarity/Non-Foreign. The number of foreign students

is not available for othor instituions besides Yale, 5o percentage minonity is calculated as Minoviy/Total. The
greater the proportion of foreign students in the student bady, the preater the difference between Lhe two methods

of calculation, At Yale, for example, Minority/Non-Foreign = 10.3% vs. Minority/Total = 7.7%.

Sowrce: Graduate School Office of the Dean, DWARF Reporting, 6/17/88.

OIR: ROCG 5/4/89



1976-1%77
1978.1479
1980-1981
1982-1983
1984-1985
1986-1987

19871988

52

Appendlx Table 7
Ph.D.'s Granted
Yale University
U. 8. Cltizens and Permanent Residents
1976-1977 to 1957-1983

Total

Total Astan Native Nan- % Milnorlty/

White Minority Black Hispapic American  American  Foreign  Non-Forelgn
246 7 1 3 3 0 253 2.8
264 2 12 4 6 ] 286 1.3
207 14 5 4 5 a 21 63
27 12 3 5 3 1 39 5.0
213 12 2 6 4 0 225 53
0 15 8 2 4 1 245 6.1
214 16 4 8 5 1 30 1.0

Souvrce; Yale's biennial submission 10 Integrated Poswsecondary Edocation Data System survey.

OIR: RCG 5/16/8%



Appendix Table B
Ph.D.'s Granted 1987-1988
Yale, Comparable Institvtions, and Nationwide
(U.S. Citizens and Permanent Residents)

Total Asian Native Total Non- % Minority/
1987/88 White Minority Rlack  Hispanic American American Foreign Non-Foreign
Harvard (b) 223 19 2 & ki 2 242 T1.9%
Princeton 167 12 1 3 8 o 119 6.7%
Stanford 325 {¢) 55 i1 ] 34 2 380 14.5%
Yale 214 16 4 6 h) 1 230 7.0%
1987
National, 14,292 1,285 328 407 484 66 15,577 B.2%
excluding Education and
Professional Doctorates
and permanent residents.

(@ Harvard, Princeton, Stanford & Yate data include permanent residents in addition to U.S. citizens, but National data exclude them. In 1987, only a small
proportion of national doclorales were granted (0 permanent residents.

(b Excluding doctorates in education; calendar year 1987,

{©) Stanford: White includes unknown race.

Source: Harvard, Princeton, Yale - Integrated Posisecondary Education Data Systen: survey.
Stanford - Registrar's Office. N
National - 1987 Survey of Earned Doctorates, National Rescarch Couneil, pp. 17 - 18,

CIR: RCG 5/52/89
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as & proportion of all U.5, citizens is somevhat greater for the
U.S. as a whole than for Harvard, Princeton, and Yale, When
comparing the proportions of Ph.D's granted to each minoricy
group at Yale znd at the national level, (proportiens not
fncluded in the table), Yale lags behind in Ph.D.’s awarded to
Aslan-American students, ag 2.2 percent of Yale Ph.D’'s awarded In
1987-88 were to Aslan-American, compared te the 3.1 percent of
Ph.D’'s awarded nationally to Asfan-American students in 1987.
Yale also has & suomewhat smaller proportion of Ph.D.'s going to
Black students: 1.7 percent at Yals, vs. 2.1 percent nationally.

4, Professional Schools and Other Pegrees. At Yale and
nationwide, minority participation 1s higher in professional
degree programs than in Arts and Science graduate programs. As
Table 3 in the text and Table 9 indicate, professional school
enrollment for minerity at Yale in 1987-88 is 13.B percent of all
non-foreign professional students compared with a minority
enrollment of B.B petcent of non-foreign students im the arts and
sciences.

In the Law School, Aslan-Americans are net a large part of
the student body, and its growth in minority presence has come
mainly through the increase in the number of Black studsnts. In
strong contrast te national professienal school enrollment
patterns, which show that Black students have grown in number and
as a proportion of the student body over time, Yale’s Schools of
Medicine and Organization and Management have had a steady or
declining propoertion of Black students.

Eleven percent of all Kaster's level degrees granted in
1987-88 to non-foreign students were awarded to minoriries.
Other data not included here indicate that some Arts and Scilence
master’s level programs at Yale had relatively large proportlions
of minority degree recipients. In 1986-B7 and 1987-88, some of
the master’'s level programs with over 20 percent minority degree
recipients were Afro-Amerfican Studles and African Languages, East
Asian Languages and Literature, Politleal Science, International
Relations and Sociology. The number of minority group member
degree reciplients can vary widely from year te year, however,

5. Fagulty. At Yale, the proportion of tenured minority
group faculty has grown over the past ten ysaars from 4.0% to
S5.7%. The galns have not been balanced across minoxrity groups;
the percentages of tenured faculty who are Black or Aslan have
fnereased while the proportion who are Hispanic have not, Growth
of tenured minority group faculty members stopped in 1985-86,
however, as the propcrtion of tenured faculty who wers of
minority status was the same in 1988-89 as in 1985-86.

Currently, there are 40 tenured minority faculty members at Yale,
one-third of whom are Elack (see Table 1 in the text).

Minerity faculty on term appeointments have declined In
nuzber and proportion in the past tem years. In 1979-80, 9.7% of
the term faculty were minorities, and in 1988-8%, 8.7% wvere,
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Appendix Table 9§
Yate University
1987-1988 Graduste And Professional School Registration
And Degrees Granted, By Minority Percentage

Number of % Minun:ii';\v of

Total University 1987-1988 Non-Foreign Non«Foreign

Enroliment

Graduate and Professional Enrollment 5,585 11.8%
Graduata Only 2,513 8.8%
Professional Only 3,072 13.8%

Degrees Confened

Ph.D.'s Conferred 290 1.0%

Master's Degrees Conferred 1,270 11.0%

(inck, M.A., M.Phil, MPPM, P.A., MSN, M. Arch)

Other Degrees Conferred 387 14.6%
(M.D., J.D., M. Div}

* Rlack, Asian-American, Native American, Hispanic,
Source: Yale submissions 1o Integrated Postsecondary Education Data System survey.

QIR: RCG 5/15/89
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There has been a general decline in the nuaber of term faculty at
Yale, and the absolute nuwber of minority nontenured faculty has
also decreaged from 79 ip 1979-80 to 67 in 1988-8%. Compared to
national data for minority tenured faculty, Yale is lower in
every category. Yale is alsc near the bhottom iIn minority
representation statistics for tenured faculty among its
competitor Institutions.

For all term ladder faculty, we can only compare Yale'’s
situation with the national average. While Yale's proportiom of
term faculty who are Hispanlc is slightly higher than the -
national level, Yale's proportional representation of every other
minority greup is lower than the national average. Nationmally,
from 1975-76 to 1985-86, the proportion of all term faculty grew,
particularly because of a large increase in the number of faculty
who were Asian. At Yale, the proportion of term faculty who are
minerity group members has flucruated and declined from 1979-8¢
to 1988-89, and the proportion who are Asian has increased
beginning {n 1982-83 (See Tables 1 and 2 in the text, and
Appendix Tables 1 and 2).

The various schools at Yale have had different rates of
growth in the presence of minoricy faculty over time. Returning
to Table 1 in the text, one ohserves that FAS has seen a growth
in the tenured proportion of minority group faculty members over
the last ten yearsa because of the Increasing numbers of Black and
Asian faculty members. The Hispanic presence on the termured
faculty has not changed, and after some growth in the wid-1580's,
the number of tenured faculty who are Black has ceased to rise.
For term faculty, Asian faculty memhers have shown strong growth
in both their number and the proportion of the faculty they
constitute. By contrast, Black faculty members have been
declining steadily -- and dramatically -- in nunber since 1982-
83, and Hispanic representation has flucruated.

At the Medical school, representation of tenured minerity
faculty members is not as high as in FAS, and after seven years
of increase, the proportiocn of tenured minority faculty has
declined. The numbers of Black and Hispanic tenured faculty
members has not increased at all for the last seven years, while
the representation of Asian faculty members grew in the beginning
of the decade and then declined. The presence of minority groups
among the term faculty has beemn declining throughout the ten-yearx
period, and this decline occurred for each minority group. In
1979-80G, there was a relatively high proportion of minority group
members among the term faculty (11.2 percent), but that figure
has declined to the 7.6 percent at present.

Other schools at Yale (Art, Architecture, Divinicy, Drama,
Forestry, Law, Music, Organization and Management) are notable
for their absence of Hispanie faculty at the tenured or term
tevel. Organizatlon and Management is thea only professional
school with a tenured faculty member who is Asian, although
several schools have term Asian faculty. Faculty members who are
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Black are strongly representsd in Law and Divinity, through the
recent tenuring of twe Black term faculty members in the Law
school leaver it with a lower proportlon of term faculty who are
Black,
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Appendix B

Minority Recrultment Progran

Yale's Undergraduate Minority Recruitment Program (MRP) was
established in 1972 to complement the efforts of ics admissiens
staff. The program is supervised by the Director of Minority
Recrultemnt and the Assistant to the Dean for minority recrultment.
Five students are also employed whe serve as Student Recruitment
coordinators for the following groups: Asian Mmericans, Rfro-
Americans, Native Americans, Mexican Americans and Puerto Ricans.
The primary geal of the program is to encourage talented and
qualified minority students to apply to vale, It is alsc our intent
to encourage these students to matriculate to vYale if they are
accepted. The major compocnents of the program include:

A. Student Search Process

Minority students who have taken the PSAT {(Preliminary
Scholastic Aptitude Test)} and who met the criteria
established by the Yale Admissions Office, are contacted by
the MRP and encouraged to investigate Yale. These students
receive a letter from the Director as well as a letter from
an undergraduate student of color.

B. Applicant Mailing

All students who veoluntarily code themselves as Asian
American, Afro-American, Native American, Mexican American
or Puerto Rican receive a letter from a Yale undergraduate
of that same ethnic group. They alsc receive a copy of our
students of Color at Yale brochure.

C. Mailing to Adémitted Students

aAll students of color who have been offered admission
receive additional packets of information. In addition to
their official acceptance letter, they also receive a
congratulatory packet of information from the Director.

This packet includes an invitation to the Weekend At Yale
Program (sponsored by the MRE) as well as other information
on Yale's academic and extracurricular offerings. Each
student will also receive a letter from an undergraduate,

p. Fhon-A-Thon

211 admitted students of color receive a telephone call from
an udergraduate.
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E. Weekend At Yale

A three day program sponsored by the Undergraduate
Admissions Office and the Mlnority Recruitment Program.
This program is designed to introduce students to Yale and
give them an opportunity to experience campus life. A copy
of this year's program is enclosed for your reference.

F. Student Recruitment Program

Each year {during Spring Recess) 45-50 students of color

are selected to recruit for the MRP, 'These students visit
junior high and high schools in their hemetewn and encourage
students to consider yale, In previous years we have sent
students to: New York, Boston, Washington, D.C., Phila-
delphia, Detroit, Chicago, Memphis, Houston, pallas, San
antonio, Corpus Christi, Puerto Rico, Miami, Los angeles,
san Franclsco, albuquergue, Fresno, Las Vegas, Portland,
Seattle, St. Louis and Hawaii.

In addition to these specific activities, we are also engaged in a
year round series of letter writing, overnight hesting, and group
visitations. Without these programs the current enrollment of
gtudents of color at Yale would be a mere fraction of what it is
today.

class of: Agglications Admits Matrics
1992 2,607 651 288
1991 2,524 635 285
1990 2,266 558 253
1989 1,898 472 228
1988 1,793 481 232

These statistics include Asian Americans, Afro-Americans, Puerto
Ricans, Mexican Americans and Hative americans and includes U.S.
citizens only.
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Appendix C

T Chairs of Departments in the Faculty of Ants and Sciences
FROM: Frank M. Turner

DATE: November 10, 1988 _
RE: E]n::_dum‘s for Faculty Searches, Appointments, | &aﬂ:s,anﬂﬁ .

1 enclose two copies of 2 memorandum designed to guide you in conducting
searches, in making appointments, reappointments and promotions, and in processing
leaves and terminations. Although thers have heen no substantial policy changes since this
memorandum was last issued, there have been some changes in procedures. Given these
changes and the central importance of search and appointment procedures, I hope you will
take the time to review the memorandum, even if you are not at the moment actually
engaged in any of the processes.

T also want to point out that this memorandumn does not attemnpt to restate the
fundamental policies goveming the standards for appointments to each rank, the eligibility
for leaves, or the conditions under which terminations occur. For the policies which lic
behind the procedures described in the memorandum, the Eaculty Handbook is the source
to consult.

‘Without repeating here what is contained in the memorandum itself, and while
urging you to pay close attention to all of its provisions, I refer you particularly to the
following:

1. the information that must be reviewed by the appropriate member of the
Provost's office at the beginning of a search (A. 1 a, page 2),

2. the nature of documentation required for appointments, particularly the
"short-1ist” letters required for tenured appointments (A. | a iii, pages 2 -
3; chart, page 8).

3. the requirement that all search materials be submitted to and approved by
the appropriate Dean and the Affirmative Action and Provost's Offices
before forwarding the recommendation to the appropriate appointments
committec (A. 1 b, page 3).

4. the rule that not even provisional offers of appointment may be made
without prior approval of the Provost's Office and only after the search
has been approved and the recommendation forwarded to the appropriate
appointments committee (A. 3, page 4).

5. the requirement that chairs discuss with the appropriate member of the
Provost's Office, before formal action by the department, the names of
all members of their faculties who should be considered for
reappointment or promotion this year and, in the case of subsequent
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negative decisions, that they notify this office with a brief written
explanation of the decision (B. 3, page 5).

6. the change in the jurisdiction of the Junior Appointments Committee,
newly designated the Term Appointments Commuttee, which from now
on will review all recommendations for appointments and promotions o
the rank of term associate professor (B 5, page 5).

7. the new format for presentation of publications included in Appendix G.

I also call your special 2ttention to Section 1. B, conceming reappointments snd
promotions within the non-tenured ranks, including the necessity for initial clarity on the
number of reappointments and of years in rank possible for each individual (section B,
pages 4-5). Remember that the rank of acting instructor (convertible) was eliminated, thus
erasing the distinction between appointments to the ladder ranks for individuals earning the
Ph.D. at Yale and those camning 1t elsewhere. Individuals in both categories will be
appointed lecturer (convertible). Finally, please read carefully Section F, on the review of
non-tenored faculty, which clarifies the important penuitimate year review, including the
need to notify the candidate in writing that the review will take place (pages 6-7).

In summary, let me say that these procedures are motivated by the desire both to
ensure excellence in faculty appointments and to assure opportunity for the appointment of
women and members of minerity groups. The surest way for us to meet these objectives is
for depattments to remain alert to promising candidates both outside and inside the
University and to those who may need further development before they are ready for
appointraent as well as those who are ready now. We must be prepared to use existing
resources flexibly to take advantage of the opportunities they represent.

Enclosure
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APPOINTMENTS, REAPPOINTMENTS, AND PROMOTIONS

The first step in the process of appointing new members of the faculty and in making
promotions to tenure of persons currently on term appointments is for the Chair of the
department o secure budgetary authorization from the Provost's Office, Although
prior approval is not required for reappointments and promotions within the non-
tenrred ranks, there is no presumption that departments may avtomatically fill positions
that become vacant in either the tenured or non-tenured ranks. These positions
effectively revert to a pool of faculty resources. Chairs should bring requests for filling
such positions to the appropriate member of the Provost's Office. Normally, decisions
about non-tenured positions will be made by the Steeting Comnittee of the Faculty of
Arts and Sciences, For tenured appointments, that committee will normally seck advice
from the appropriate divisional advisory committee, and confirmation from the
Exccutive Committes of the Faculty of Arts and Sciences. Questions about these and
other matters described below should be addressed to Mr. Adetberg, Ms. Ameling, Mr.
Haller, Mr. Long or Mr. Suttle, as appropriate o the department,

1. Search procodures: When budgetary authority has been given for appointment
to these ranks of persons not currently holding such positions at Yale, or for
promotions to tenure, the search procedures described below should be
observed. They are based on the principle that positions should be advertised
and nominations for them solicited in ways that will ensure appointments of the
highest possible guality and open the appointments process fully to the
candidacy of women and members of minority groups. Usually a search will
include announcements in appropriate professional journals and newsletters and
at professional meetings, and contact with relevant departments and schools,
either by letter or by telephone. Some of the persons contacted should be
women and members of minority groups.

The stzps involved in a search are described below. They are intended as a
guide for use in the majority of appointments. In special cases of proposals for
tenured appointments when the availability of a candidate of universally
acknowledged preeminence makes some of the steps unnecessary, the Steering
Cormunittee of the Faculty of Arts and Sciences may, after consulting with the
appropriate divisiona! advisory committee, approve a foreshortened search
procedure which nevertheless tests the proposal for its consistency with the
standards of appointment and with policies of equal opportinity and affirmative
action. Modification of the search procedure for such “targets of opportunity”
will typically include a determination that advertisement is not necessary znd
that letters soliciting evaluation need mention only the panicular candidate rather
than provide an alphabetical listing of a group of candidates under consideration
(See section a-iii below).

Search procedures may also be modified when, under University policy, the
Steering Commintes authorizes the tenure consideration of an outstanding
wornan of minority candidate. When such a case has been clearly identified and
a modified search authorized, advertising is deemed less appropriate than an
especially thorough canvass of expert opinion of the candidate's qualifications.
Letters of evaluation in such cases will typically solicit the referees’ evaluation
of the particular individual in comparison to a list of specified scholars in the
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field Ceonsult the Provost's Office for advice and for sample Ietters to use in
secking these opinions.

Unless prior approval for a modified search is granted by the Steering
Comrmtwc, i

a. Commencing a scarch: Before the position is advertised or announced, the
Chair of the department should send the following information to the
gppropriate member of the Provost's Office, with copies to Ms. Fran
Holloway, Director of the Affirmative Action Office

i i as they
have been approved by the Provost.

should include dcmgnanon or rank, commcncemmt datc and length of

term, subficld, other requirements of the position including a request for
evidence of accomplishment and potential as teacher and scholar, the last
day on which applications will be accepted (at Jeast one month after the
advertisement appears), and the statement: "Yale is an equal
opportunity/affirmative action employer.” The texts should be
accompanied by a list of persons and publications to whom they will be -

mmmmms_ntnanmm A mh for & tenured posmon may involve
the use of two types of lettery soliciting advice about candidates. Tt
often begms with a Jefter of inquiry that simply defines the field of the
appointment as it has been: authorized and advertised and requests
nominations of candidates, including women and members of minority
groups. A sample of such a letier is included as Appendix A of this
memorandum. For cases in which the Steering Comunittes determings
that the department has canvassed the field thoroughly and the
preliminary list of eandidates is of appropriate merit and breadth, the
Commitice may approve the use of a short-list letter (see below) as the
initial letter, provided that it elicits nominations of additional candidates.

Whether or not a letter of inquiry has been used, after the deadline for
applications has passed and the search commitiee has reviewed the
applicants and nominess, it must solicit evaluations of the most
promising ones by a letter (the short-list letter) which presents an
alphabetical list of four to eight scholars under consideration, including
any internal candidates for promotion, and requests a comparison of the
scholarship and teaching of these and any other suitable candidates.
Short-list letters may not be sent out until afier the deadline for
applications has passed. A sample of such a short-list letter appears a§
Appendix B of this memorandum.

Remember that the texts for both types of letter are models only and
revisions may be made for a particular appointment. In some cases it
may be appropriate to use a somewhat different letter when the short-list
includes an internal candidate. Please consult the appropriate member
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of the Provost's Office, who may propose the use of such a letter to the
Steering Comumittee.

In 1988-89, a draft of the short-list letter musi be approved by Dean
Pollitt if the recommendation is to be forwarded to the Tenured
Appointments Committee for the Division of the Biological Sciences, or
by Dean Altman if the recommendation is to be forwarded 1o the
Tenuted Appoiniments Conunittee for one of the other divisions. This
letter should be accompanied by a List of persons to whom it will be
sent, copies of any letters received in response o an initial inquiry, any
notes taken during telephone solicitation of nominations, and a brief
statement of the reasons for the selection of the short-list. Please send
copics of this material to the appropriate member of the Provost's Office
and 1o Ms. Holloway.

In most cases the responses to the short-list letters are sufficient to bring
the recommended appointment to the appeointments comnmittee.
Sometines, however, a candidate will emerge late in the search, or the
short-list responses on a 8;.rticular candidate will be insufficiently
detailed. In such cases, Chairs may think it appropriate to solicit further
information about the candidate in order to submit

1o the appointments committee. Consult the Dean who has approved the
short-list letter for advice as to whether supplemental letters are
necessary or appropriate. Drafts of such letters most in any case be
approved by the Dean before they are sent, and copics must be sent to
the appropriate member of the Provost’s Office. A sample
supplemental letter appears as Appendix C of this memorandum.

b. Validation of the search: When the department has ranked the candidates, it
must prepare and submit to the appropriate member of the Provost's Ofﬁce,

with & copy to Ms. Holloway, the search questionnaire (a samplc of which
appears as Appendix E of this memorandum) and all supporting documents,
For appointments to tenure, this material must also be sent to the Dean who
hasdeappmved the short-hst letter, Subm:.ssmu of thesc documenm should be
ma _

The search questionnaire should be accompanied by the following
information on the top candidates, incinding all those whom the department
has voted to appoint if the first candidate is unavailable:

i. Leticrs of recommendation: For all appointments, include a copy of the
advertisements and the department's letter of inguiry {if any), all
solicited letters of recommendation, and all responses to those letters.
For tenured appointments, include a copy of the short-list and
supplemental letters (if any) and all responses to those letters.

ii. A vita and selective list of publications: Follow format of Appendix G of
this memorandum

Copies of representative publications of the top candidates should be
available to the Dean on request.

The data requested in the search questionnaire concerning the race and sex
composition of the pool of applicants may be secured by the use of pre-
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printed posteards, available from Ms. Holloway, which ask each candidate

to supply such information anonymously. When the - appropriate member of

the Frovost's Office and, in the case of tenured appointments, the

ggpr.omatc Dean have approved the search, the appointments process may
g

2. Appointments materials: When the search has been approved, documentation of
the candidate’s qualifications should be assembled as indicated on the chart on
page 8. The details conceming which documents are required, the deadline for
their submission, and the committee to which they should be sent are presented
in the chart. The vita used in support of departmental recormmendations should
follow precisely the format given as Appendix G of this memorandum.

3. Extending offcrs of appointment to the ladder rmnks: Ordinarily no letters of
appointment may be sent before the recommendation has been approved by the
appointments committee. In special circumstances, and only after the search
has been approved by the appropriate Dean and the Affirmative Action Office
and the appointments process has commenced, the Chair may, with the prior

extend provisional offers in writing. Such letters must
include the following clements and, in the case of appointments of (enure, the
text of the leners must be approvai (Samplcs of letters for exiending offers are
included as Appendices H through K of this memorandum).

a. Description of any further steps to be taken in the appointments process
before the offer is formal.

b. The terms of zppointment: Precise title, length of ferm with exact dates,
salary and how itis to be paid, terms and conditions of appointment
including benefits, as stated in the Facuity Handbook, and precise terms of
secondary appointment, if any, in another department or School.

Copies of letiers extending offers should be attached to the Personnel Profile
form which is submitted upon acceptznce of an offer.

Current policies concerning the number of reappointments possible to various ranks
and the effect of certain kinds of leaves of absence on the iength of appointments
make the process of reappointment individvalized and complex. It is therefore
particularly important for Chairs to monitor carefully the time at which non-terured
faculty should be considered for reappointment or promotion, or notified of
nonrencwal.

Some of these policies also affect the permissible total number of years in the non-
tenured ladder ranks. Notiee particularly that there may be only one reappointment
at the rank of assistant professor and that the maximum time in that rank is seven
years. Itis helpful, therefore, for departinents to make initial appointments for
either four or three years, with the expectation of one reappointment of up to three
or four, for a maximum of seven. Chairs should at the outset of each appointment
reappointment, and prometion confirm with the faculty member the duration of any
relevant prior teaching experience and should reassess with her or him the total
eligible time in the non-tenured ladder ranks, particularly as it is affected by
promotion, leaves, or part-time teaching.
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The chart on page 8 gives the details of the documents necessary o reappoint or
promote within the non-tenured ranks. For promotions within the tenured ranks,
the chart is also appropriate, except that letters of evaluation should normally be
sought from at least four sources outside Yale, The following are some special
provisions concerning reappointments or promotions.

1. Decisions on promotion of associate professors with tepure must be made
within five years of the initial appointment without term. (Automatic promotion
ful prof il f in zank.)

2. Notice of decisions of reappointment for all term appointments of more than
onc year must be given in writing to the candidate gne vear in advance of the
jrati (For those cases in which exceptions may be mare, see

expiration of the temm.
the Faculty Handbook Section ITLF.)

3. Chairs should discuss with the appropriats member of the Provost's Office,
prior to formal departmental action, all members of their faculty who during the
year might expect to be considered for reappointment or promotion. Negauve
decisions on alt candidates for reappointment or promotion should be reported
with a brief writien explanation by the Chair to the appropriate member of the
Provost's Office.

4. Convertible apnointments: The term of a convertible appointment may not
exceed one year. 1f the degree is received during that year, a recommendation
by the department for conversion to an assistant frofcssorship foratermofup -
to five years, or o an instructorship for a term of one year, will be forwarded to
the Corporation without further action by the Term Appointments Committee.
The conversion is refroactive to July 1 if the degree is received by October 1. If
the degree is received after the end of the fall semester or quarter, but before
February 1, conversion is retroactive to January 1.

If the degree is not received during the year of convertibility, the appointment
must be reviewed again by the Term Appointments Committee if the
convertibility is to be extended for a second year. No person who is a candidate
for a Ph.D. degree may teach at Yale for more than two years without having
received the degree.

S. Promotions to term associate professor: Beginning in 1988-89,
recommendations for promotions to this rank will be forwarded o the newly
designated Term Appointments Comumittee. The intention of this change is to
assure a more thorough and rigorous review of the scholarly accomplishment of
candidates and more uniform policies with regard to this rank, For the
documents and procedures required see the chart on page 8.

. {professors adjunct, associate professor
adjunct, assistant professor adjunct, senior lector, lector, senior lecturer, lecturer,
full-time acting instructor)

1. Search procedures: Appointments to these ranks do not require the search
procedures developed for appointments to the ladder ranks. They should be
made, however, with Yale's commitment 1o the recruitment of women and
members of minority groups in mind. For appointments to these ranks, each
department is required to complete a brief applicant List which is included as
Appendix F of this memorandum and should be attached to the Personnel
Profile form submitted when the individual accepts an offer.
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Appointments procedyres: The details concerning the documents required for
cach rank, the number of copies of them required, the deadline for their
submission, and the committee to which they should be sent are represented on
ﬂ)cchanonpagcQ Thcmamqmrcdmsupponof ntal
recommendations should follow preciscly the format given as Appendix G of
this memorandum.

D. Appoi ¢ visiting facul

E.

1.

Extending offers of visiting appointments: When a department has identified a
visitor whom it wishes to appoint, and has determined that the person is
available and interested, the Chair should write to Mr. Adclberg, Ms. Ameling,
Mr. Haller, Mr. Long oer Suttle describing the appointment and the
proposed salary, In thc case of part-time visiting appointments, the Provost’s
Office may request permission from the visitor's home institution for the visitor
to teach at Yale, When the salary has been approved by the Provost's Office
and permission secured, the Chair may extend an offer.

: The details concemning which documents are
necessary for making wsmng appointments, the number of copics required, the
deadline for their submission, and the committee to which they should be sent
are represented on the chart on page 9. The vita required in support of
departmental recormmendations should follow precisely the format given as
Appendix G of this memorandum. In addition, for pari-time visiting
appointments, a copy of a letter from the candidate’s home institution giving
approval for the visitor to teach at Yale should be included. The Provost's

ioe will request such approval as indicated below.

{Senior rescarch scientist or scholar, research

Appointments to the rescarch ranks
scientist or scholar, associate research scientist or scholar, postdoctoral associate)

Search procedures: Appointments to these ranks do not require the search
procedures developed for appointments to the Jadder ranks. They should be
made, however, with Yale's commitment to the recruitment of women and
members of minority groups in mind. For appointnents to these ranks, each

t is reguired to complete & brief applicant list, which is included as
Appendix F 1o this memorandum and should be artached to the Personne!
Profile form submitted when the individual has accepted an offer.

Appointments procedures: The details concerning the documents necessary for
appointments to these ranks, the number of copies of them required, the
deadline for their submission, and the person to whom they should be sent are
presented on the chart on page 9. The vita required in support of departmental
recommendations should follow precisely the format given as Appendix G of
this memorandum.

F. Review of pon-tenured faculty

Chairs should keep non-tenured faculty members informed of the department's
procedure for appointments and promotions and each year should informally
discuss with each individual the department’s assessment of his or her progress and
prospects. They should also inquire about the faculty member's recent work:
icaching (including that in inter-disciplinary programs), research, and community
service,
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It is 2 department's responsibility to review thoroughly with each non-tenured
member of the faculty his or her accomplishments and promise as 2 member of the
profession. Such a review must take place during the penultimate year of each
appointment ir. the non-tenured ranks. The individual faculty member should be
notified in writing that such a review will take place and be given the opportunity to
submit any relevant publications or works in progress. The Chair should also ask
the appropriate program director about the individual's contributions, if any, w
interdisciplinary programs. Although a non-tenured member of the faculty cannot
expect to be a candidate for tenure at Yale unless there is an authorized tenured
vacancy in the relevant ficld, it is particularly important for the Chair to cpnduct this
penultimate year review with thoroughness and care. The purpose of this review is
to provide a clear and accurate assessment of the individual's accomplishments and
prospects in the profession. It must not be suggested that this is a review “for
tenure,” though the outcome of such a review might be a consideration of whether
a tenured position in the candidate's field might be anticipated or authorized.

G. Hidigg citi fotl .

The Office of Advisor 1o Foreign Students and Scholars (422 Temple Street ,
22305) should be notfied as early as possible and asked to assist when the
appointment of a foreign faculty or research staff member is being recommended
for appointment. Advertisements may be required to meet federal requirements for
visas, even in cases — e.g., non-ladder promotions -- which would otherwise not

require advertissment. Please refer to the Faculty Handbook, Section XTI -M.,

LEAVES OF ABSENCE

For eligibility for leave, please consult the Faculty Handbook, Section IX, where
Yale's leave policy is described in detail. Chairs should address requests for leaves of
absence in 1989-90 to Dean Pollitt 5o Iater than Decernber 9. 1988, Please note that
when a leave has been approved and it is known that the faculty member will take it, a

to the Dean of the faculty in which the person
holds appointment. Profile forms for persons who hold appeintments both in Yale
College and the Graduate Schootl should be sent to Dean Pollitt.

TERMINATIONS, RESIGNATIONS, AND RETIREMENTS

Appointments in the Faculty of Arts and Sciences are normally for nine months.
Salaries are normally paid on a twelve-month basis from July 1. When faculty on nine-
month appointments resign, or when their appointments terminate, the effective date of
resignation or termination must be either December 31 or June 30. For term faculty
whose employment lerminates before the scheduled end of their appointments and for
tenured faculty who resign before their scheduled retirement date, a Personnel Profile
form indicating the termination must be sent to the appropriate Dean.

A. Teaching facnlty: Personnel Profile forms should be sent to the Dean of the faculty
to which the individual was assigned, cxcept that forms for full professors assigned
both to Yaie College and to the Graduate School should be sent to Dean Altman,

B. Research faculty: Personnel Profile forms for individuals in the Humanities and
Social Scicnoes should be sent to Dean Altman; in the Biological Sciences, to Mr.
Adelberg; in the Physical Sciences, to Mr, Hallu-



IV Documents and Deadlines for Appoimiments 1988-89

DOCUMENTS REQUIRED
Protite] Copies| Copies of | Copies Lettar Letlers
LADDER RANKS with § of Major of Aequesting of TOBESENTTO DEADLINE
Vita | Vita [Wrilings|Beviews | Recommendations] Recommendation
Tenured
Professor * 380 “ * * Both terured ranks: jFor Humanities, Al ranks ten days
responses 1o all Social Sciences and  |bafora Commitiae
Assoclate Prolessor short list letiers Physical Sciences |mesting
with tenure * 380 - * . {4-7) sources 1o Dean Altman
outside Yala.
For the Biotagical
Sciences to
Dean Pollit
Non-tenured Ranks initial appointment:
5 lrom experts in
Associate Professor * 14 - ‘ * field, some chosen
on lerm by candidate.
Reappointment: Dean Pollit
none necessary
Assislant Professor . 14 * . "
Initial appointments:
Instructor ® 14 * * * at least two.
Reappointment:
Lecturer Converilble . 14 - . . none necessary

* One copy of each

Dean Altman Is Chair of the Tenured Appointments Comitiees for the Humanitles, Social Sciences and Physical Sciencﬁe:s.
Dean Pollitt is Chair of the Tenured Appointments Committee for the Biological Sciences.

Dean Pollitt is Chair of the Term Appolntmenis Commitiee.

March 9, 1982 is the Jatest date for submission of recommendations Io appoint effective 1989-80. Problems
with meeling this final deadline should be ralsed with tha Chair of the appropriale appoiniments commiltaa.

T/



¥ Documaents and Deadlines for Appalntmenis 1886-89

DOCUMENTS REGIIRED
Profile| Copies|Applicant| Copies of | Copies Letter Letters
NON-LADDER RANKS { with | of Form Major of Requesting of TOBESENTTO DEADLINE
Vita | Vita Writinge| Reviews| Recommendations | Recommendation
Professor Adjunct - 14 . = ¢ At leasi four Dean Poliitt Ten days before
Assoc. Prof. Adjunct . 14 * . . from outside Dean Poliitt Comittee Meeting
Assistant Professor Adil * 14 . . * Yala Dean Pollitt
Senior Leclor . 14 * N . * Thrae Dean Poliitt
Senior Laclurer . 14 * Three Dean Pallitt
Lector - 3 b None Dean Pollitt None
Leclurer * 3 - None Yala College Dear
Visiting_Appeintmenis
Professor . k| * . None Dean Altman None
Associate Professor * 3 ° . Dean Aliman
Assistanl Professor - 3 * " Dean Pollitt
Lecturar - 3 * * Dean Follirt
Research Scholar/Scl. * 3 * * Dean Pellist
Research Appointments
Senior Research
Scienlist’/Scholar " 14 . . . At least four Daan Aliman Ten days before
from outside Yale Committee meeting
Res. Scientist/'Scholar . 14 * * *
Associate Research Initial app'l: two;|Hum.&Soc.Scis.,
Scienllsi/Scholar * * * promotions: one |Dean Pollitt: None
Postdocloral Assoclate ' * . from Chn. or P.l. |Bio.Scis. 16
Mr. Adelberg;
Phys.Scis. to
Mr. Raller

“ One copy ol sach

i
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APPENDIX A

Sample LETTER OF INQUIRY, seeking nominations for a tenured position

Dear

The Department of has been authorized to make a tenured
appointment in {description of Tield or fields defining the position}. The department
would like your assistance in identifying candidates for this position, We will base our
final recommendation primarily on the prospects that the candidate will make
distinguished contributions in the field. However, promise and qualities as a teacher,
colleague and university citizen are also important considerations. While recognized
achievements to date are essential in estimating future accomplishments, we are prepared
to consider all evidence of the potential for significant original research of scholars in the
early stages of their careers.

We would be grateful for your suggestions of outstanding candidates, including
especially women and members of minority groups. Any comparative evaluations you
can make of their qualifications for the position will be most helpful

Sincerely yours,

Chair
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APPENDIX B
Sample SHORT-LIST letter for a tenured appointment

Dear

The Department of has been conducting a search to identify
candidates for a tenured appointment in ipti i iti
The department would now like your assistance in evaluating candidates for this position.
Onr final recommendation will be based primarily on the prospects that a candidate will
make distinguished contributions to the advancement of knowledge in his or her future
scholarly carecr. However, the candidate'’s qualities and promise as a teacher, colleague,
and university citizen are also important considerations. While recognized achievements to
date are essential in estimating future accomplishments, we are prepared to consider all
cvidence of the potential for significant original research in the case of scholars at eackier
stages in their careers,

In preliminary discussions and with the help of experts in the ficld from other
institutions, the following appear to be persons we should be considering:

[List 4-8 in alphabetical order, with present affiliations;
include any internal candidates.]

Although we have not asked all of these if they are willing to be considered, they
represent the kind and quality of scholar we hope to appoint. We would therefore
appreciate your comments on as many as possible of the individuals listed. We are
inferested in your views of their suitability for appointment to the position and your
comparison of their achievements and future promise. We welcome your comments on
their respective strengths and weaknesses, as evidenced in their writing, teaching and other
activities. In making your comparisons please take into account differences in the
professional experience of the individuals.

If you know of other qualified scholars whom we should consider in addition to the
names above, please mention them in your comparative evaluations. Since Yale University
is an equal opportunity, affirmative action employer, we would by especially grateful if you
could bring to our attention any other women or members of minority groups in this area of
research and teaching.

Your response will be helpful not only to the professors of this department, but also
to the Facelty Committee on Tenured Appointments in the event that the department
recommends any of the individuals for appointment.

In behalf of all of us, I wish to thank you in advance for your assistance.
Sincerely yours,

Chair



APPENDIX C

Sample SUPPLEMENTAL LETTER for individuals who emerge as candidates either as
arcsult of or subsequent to the short-list letter

Dear :

The Department of has been conducting a search to fill a tenured position in

After consulting with colleagues at other institutions foptional: and receiving
responses to specific letters of inquiry] and extensive deliberation among our faculty
members, has emerged as a high ranking candidate for the position [optional:
even though he/she was not on our original list].

We would be grateful for your views of 's scholarly achievements
and [._:rom.isc, your characterization of (his/her) standing within the profession at large and
in (his/her) fields of interest in particular, and in summary (his/her) qualifications for a
tenured appointment at Yale. We especially invite any comparisons you can make to
other significant individuals in the field.

Your nsc will be helpful not only to the professors of this department, but alsc to
the Faculty Committee on Tenured Appointments in the event that the department
recommends the candidate for appointment.

On bebalf of all of us, I wish to thank you in advance for your assistance.
Sincerely yours,

Chair

i3
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APPENDIX D

Sample TARGET OF OPPORTUNITY letter-- to be used only in cases recommended by a
Divisional Advisory Committze and confirmed by the Steering Committee

Dear

The Department of is considering recommending
for appointment 25 Professor of at Yale.

We would be grateful for your specific characterization of H
achievements and promise as a scholar and teacher, (hxs!her) standing in the profession at
large and in (his/her) ficlds of particular interest, and in summary (his/her) qualifications
for a tenured appointment at Yale.

We especially invite any comparisons you can make to other significant individuals
in this field. Your response will be helpful not only to the professors of this department,
but also to the Faculty Committee on Tenured Appointments in the event that the

recommends the candidate for appointment.

On behalf of all of us, I wish to thank you in advance for your assistance,

Sincerely yours,

Chair
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APPENDIX E
Fall 193§

Yale University
Faculty Of Arns and Sciences Search Questionnaire
1988- 89

One copy of the completed search guestionnaire should be sent 10 the
appropriate member of the Provost's Office and one copy to Frances A.
Holloway, Director of the Affirmative Action Office, 80 Wall Street, as soon
as afinal candidate(s) has been selected and no later than (wo

weeks before the department expects to forward the appointment 1o. the
Appointments Committee. For tenured appointments, & copy must also be
sent to the Dean szppropriste to the appointment.

Department Chair

Position 10 be filled:

Brief description (aubfield, degree requiremenis)

Rank Term

Proposed Candidate(s):

Race/ Country of
Ethnic Country of Permanent
Name Group* Sex Citizenship Residence
Search Committec:
Chair Other Member(s)

Person 1o contact for information regarding this search:

Name Telephcne No.,

For appointments or promotions to
a tenuted rank:

Approved - Office of the Provost

Provest/ Date

Date

*The defimiticns used by the government are on page E - 4.
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A. Recruitment

1.

N.E.

How was the position advertised?

a.

e,

Advertisements?

(attach a ecopy of each)

Where advertised? Date{s) run

Announcements?

(attach a copy of ecach announcement with mailing list)

Date{s) sent

Letters?

{enclose a copy with mailing list)

Date(s) sent

Phone calls?

(enclose list of individuals calied)

Date(s)

Other

Special efforts to identify women and members of minority groups:

The wording of advertisements and letters must be reviewed by the appropriate
member of the Provost's Office and by the Director of the Affirmalive Action
Office before they are semt or distributed. This may be dome by telephone (x2-
0849}, or by forwarding draft copies to the Provost's and the Affirmative Action
Offices.
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B. Final Candidajes

1. Please list below, in order of preference, at least the three top candidates for this
position even if the depariment would not recommend appoimtment of any but its first-ranked
candidate. Please rank them without regard 1o anticipations that they would accept aor reject
the position.

2., Make a brief note of the qualifications of each candidate, highlighting any factors
which make the candidate particularly well or poorly suited for the position. 1f a candidate has
withdrawn himself or herself, please note the reason for the withdrawal on this page or a
separate nole. .

3. It is very importaot to draw a horizontal line to separate those candidates whom the
department would wish to appoint from those, if any, whom the department would not wish to
appaint even if the other candidates were unavailable. The entire list of candidates to whom
the department may, in sequence, wish to offer appointment can then be ratified,

4. Place an asterisk by the names of candidates who have been inlerviewed.

5. A curriculum vitac and letters of recommendation for each of the final c¢andidates listed
below must be attached to this questionnaire. When the recommended appointment is to a
terured rank, copies of the department's letter of inquiry and/or short-list letter and all
responses to those letters should be antached to this questionnaire.

Reasons for candidate's
Race/ ranking and comparison
Ethnic How candidate with all candidates preceding
Name Sex Group learned of opening him/her on the list
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C. 1. Composition of the total pool of candidates for this position. Please indicate persons whe
are mot U.S. citizeas separaisly,

~Jotal American
No. % Indian Asian Black Hispanic White Unknown

2. In the opinion of the search committes, what sources were mast fruitful in attracting

a. qualified candidates in general?

b. qualified women candidates?

c. qualified caodidates from minority groups?

* o«
*This information is requested for the purpose of preparing reports required under
applicable laws and regulations of the U.S, Department of Labor and the U.S. Equal
Employment Opportunity Commission {(EEQC). BSee, for example, section 713{a) of Title VII of
the Civil Rights Act of 1964, as amended, 42 U.5.C. (Supp. II} section 2000e-12{a), 29 C.F.R. Part
1602; Executive Qrder 11246 dated Scptember 24, 1965, 30 Federal Register 1231%; 41 Code of
Federal Repgulations Part 60-1 (Obligations of Contractors and Subcowntractor); and Departmen:
of Health, Education & Welfare Office of the Secretary, Memorandum to College and University
Presidents (November 1975), as modified by Equal Employmemt Opportunity Commission,
Government-Wide Standards Race/Ethnic Categories, 42 Federal Register 17900 (April 4, 1977),

Applicable EEQC guidelines set forth five race/ethmic categories, as follows:

American Indian or Alaskan Native -- Persons having origing in any of the original peoples
of North America, and who maintain culturzl identification through cribal affiliation or
community recognition,

Asian or Pacific Islander -- Person having origins in any of the original peoples of the Far
East, Southeast Asia, the Indian Subcontinent, or the Pacific Islands, This arez includes, far
example, China, Japan, Korea, the Pbilippine Islands, and Samoa.

Black, not of Hispanic Origio -- Persons having origins in any of the Black racial groups of
Africa.

Hispani¢ -- Persons of Mexican, Puerto Rican, Cuban, Central or South American or other
- Spanish Culure or origin, regardless of race,

White, not of Hispanic origin -- Persons having origins in any of the original peoples of
Europe, North Africa, or the Middle East.
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APPENDIX F

APPLICANT LIST

This form shouid be completed and attached to the Personnel Profile for all new appointments
1o these ranks:

R h_Posisi Non-ladder I ional Positi
Senior Research Scientizt/Scholar  Semior Lecturer Cliniczal Professor
Research  Scientist/Scholar Lecturer Assoctate Clinical Professor
Associate Research Scientist/Scholar Full-time Acting Instructor Assistant Clinical Professor
Postdoctoral Associale Tutor in Law Clinical Instructor

Supervising Attorney
Conductor in Residence

Senior Lector

Lector

School
Department
Rank Date pasition filled
Filled by

{Name) (Race) (Sex)

NUMBER OF FINAL CANDIDATES

(minimally qualified available candidates for this position)

Am. Ind. ~ Asian Black Caue. Hispanic Unkaown
M F M F M F M F M F M F
NUMBER QF QFFERS REFUSED FOR THIS POSTTION
Am. Ind. Asian Black Cauc. Hispanic Unknown

M F M F M F M F M F M F
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APPENDIX G

Format for vita to be submitted with recommendations for appointment or promotion.

Please include the following information, in this order, in a vita not to exceed two pages:

1.
2
3

Candidate’s name
Proposed rank and term of appointment

School to which assignment is proposed, that is Yale College, Graduate School,
or both.

. Date and place of candidate's birth
. Summary of college and graduate education
. Summary of professional career: major professional activities

including rank and years of service in each rank at Yale or other
institetions, with indication whether full or part-time for each year.

. Professional honors or recognition.

. A one-paragraph, explicit statement of the reason for the appointment,

including the role the candidate will play in the teaching and research
activitics of the department, professional standing, etc. The Committee
witl want to know which courses the candidate will be expected to teach.
In recommending for appointment as associate professor with tenure,
specify the period within which the department expects to recommend
promotion to a professorship in keeping with the standards defined in
the Faculty Handbook, Section V.B.2

. Statement concemning teaching (not required for research appointments)

which discusses the candidate's record of courses taught and makes an
evaJuation of his or her cffectiveness as a teacher, For appointments as
lecturer, the vita must show the full teaching experience at Yale. The
statement should be as specific and objective as possible.

10. Selective list of major publications on which the candidate’s scholarly

reputation stands, Please list these publications in the following format:
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Format For Presentation of Publication Records

The format for the presentation of the publications of a candidate for appointment is
designed to provide the Appointments Committee with a precise recond of the work of the
candidate. It is very important that the department Chair follow this format carefully. In
particular, the Chair should place all projects for which there does not exist significant
maierials in manuscript in Section V1 of the format. The Chair should also indicate all
materials published by the candidate that were not subject to the usual processes of
professional refereeing carried out in the field or discipline. That is to say, the Chair
should indicate articles published in non-referresd journals and any self-refereed
publications.

1. Rescarch Publications: Books

1, Published Euoks--Books that have actually »een published and are available n
printed form.

2. Books in Press--Book-length manuscripts that have been refereed and for which
contracts have been signed and which are in process of publication. A letter
from the publisher should accompany the vita.

3. Books Accepted for Publication—~Manuscripts that have been refereed and for
which contracts have been signed but which are not yet in the process of
publication. A letter from the publisher should accompany the vita.

4. Book-length Manuscripts that are available for reading but for which a publisher
has not yet been found

H. Textbooks and Publications Primarily for Classroom Use: Books
These shall be listed according to Classifications 1 through 4 of Section L
Il Research Artficles

1. Published Referced Articles—Articles that have actuaily been referesd and
ublished and that are available in printed form,
2. Retfereed Articles in Press--Articles that have been refereed and formally accepted
for publication. A letter from the editor should accompany the vita.
3. Articles in Circulation—Articles that have been submitted for refereeing or that
may be submitted for referesing, but which have not been accepted for
publication.

IV. Reviews

1. Review Articles--Normally a major article reviewing one or more books ora
series of major articles. List according to classifications in 1 through 3 of
Section I

2. Book Reviews--Normally book reviews of no more than approximately 1500
words.
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G-3

V. Other Publications (Non-Research)

Books or articles written by the candidate that do not directly relate 10 his or her
field of scholarly research.
These should be listed according to classifications in Sections I and 11

V1. Topics of Current or Proposed Research

1. Proposed Book-length Projects--Projects which the candidate intends to
undertake for which a contract may or may not have been signed, but for
which little or no manuseript material yet exists.

2. Proposed Articles--Articles which the candidate intends 1o undertake but for
which little or no manuscript material yet exists.
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APPENDIX H
Sample letter of offer to ASSISTANT PROFESSOR (Ph.D. completed)

Dear Mr./Ms.

1 write io confirm our telephone conversation. The Department of
is recommending your appointment as Assistant Professor of or a term _
of years, from July 1, 19 to June 30, 19___ . The recormmendation must aow
be approved by the faculty-wide Term Appointments Commitiee, whose
recommendation must then be submitted for approval to the Joint Boards of Permanent
Officers of the Faculty of Arts and Sciences. Thereafter, the appointment will be
transmitted by the Provost for final approval by the Fellows of the Yale Corporation, the
University's governing board.

Your initial salary, effective July 1,19, would be § . Although the salary
represents compensation for the nine-month academic year, salary payments are divided
into twelve equal installments, with the first installment to be paid on the last day of the
initial month of appointment,

The appointment, as I have indicated, would be for a term of years, A
description of Yale's ladder faculty ranks, including expectations and schedules for
rcappointmcnt and promotion, can be found in the EFaculty Handbook, particularly
Sections I, C-F, and V, B, 1. {Here add any particular information, depending upon the
individual ]

The normal teaching load in our department is Land for 19 we
would expect you to cover the following (areas/courses): .

Information on leave policy, fringe benefits, and other matters is contained in the
Faculty Handbook, which is enclosed. Because it is of continuing i ce to all
faculty members, and because the policics it contains represent essential employment
understandings between you and the University, I urge you to read it with care and, if
you decide to join us, to keep up with the revisions of it that will be circulated to you
from time to time. Let me know if you have any questions or concerns about the terms of
your appointment as | have described them here,

We look forward to having you with us,
Sincerely yours,
Chair

Enclosure
oc: (Deputy or Associate Provost, as appropriate)
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APPENDEX [
Sample letter of offer to LECTURER CONVERTIBLE (Ph.D. not completed)
Dear Mr./Ms.

T'write o confirm our telephone conversation. The Department of is
recommending your appointment as Assistant Professor of fora
term of years, from July 1,19 to June 30, 19 The recommendation must
now be approved by the faculty- wide Term Appomunen_Comnunce, whose
recommendation must then be submitted for approval to the Ioint Boards of Permanent
Officers of the Faculty of Arts and Sciences. Thereafler, the appointment will be
transmitted by the Provost for final approval by the Fellows of the Yale Corporation, the
University's governing board.

Your initial salary, effective July 1, 19, wouldbe § . This salary and rank
are predicted on the assumption that you will have received the Ph.D. by June of 19__
If you do not., your agpomtmcnt would initially be that of Lecturer Convertible, at 3
salary of § you reccive the Ph.ID. by October 1, the appointment would be
converied, retroactively to July 1, to the higher rank and salary. The appointment would
not be renewed beyond a second year without such a conversion to Assistant Professor,
Although the salary represents compensation for the ninc-mornith academic year, salary
payments are divided into twelve equal installments, with the first installment to be paid
on the last day of the initizl month of appointment

The appointment as Assistant Professor, as I have indicated, would be for a term
of years, including any on convertible appointment. A description of Yale's ladder
faculty ranks, including expectations and schedules for reappointment and promotion,
can be found in the Faculty Handhook, particularly Sections I, C-F, and V, B, 1. [Here
add any particular information, depending upon the individual.]

Ti‘lenorrrlaltcachmgluadmourdepartmemm yandfor 1% we
would expect that you would cover the following (areas/courses):

Information on leave policy, fringe benefits, and other matters is contained in the
Faculty Handbook, which is enclosed. Because it is of continuing importance to all
faculty members, and because the policies it contains represent essential employment
understandings between you and the University, 1 urge you to read the it with care and,
if you decide to join us, to keep ug with the revisions of 1t which will be circulated to you
from time to time. Let me know if you have any questions or concemns about the terms of
your appointment as I have described them here.

We look forward to having you with us.
Sincerely yours,
Chair

Enclosure
cc: (Deputy or Associate Provost, as appropriate)
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APPENDIX J

Sample letter of offer to ASSOCIATE FROFESSOR ON TERM

Dear Professor
1 write to confirm our telephone conversation. The Department of is
recommending your appointment as Associate Professor of for a term of

years, from July 1, 19__ to June 30, 19__. This recommendation must now be ;
approved by the faculty-wide Term Appointments Commitiee, whose recommendation
must then be submnitted for approval to the Joint Boards of Permanent Officers of the
Faculty of Arts and Sciences. Thereafter, the appointment will be transmitted by the
Provost for final approval by the Fellows of the Yale Corporation, the University's
goveming board

Your initial salary, effective July 1,19, would be $ . Although the salary
represents compensation for the nine-month academic year, salary payments are divided
into twelve equal installments, with the first instaliment to be paid on the last day of the
initial menth of appointment

The appointment, a¢ I have indicated, would be for a term of years. A decision
about renewal of your appointment for a second term would normally occur in the
penultimate year of this appointment. A description of Yale's ladder faculty ranks,
including expectations and schedule for rcagpomtmmt and promotion can be found in the

Faculty Handbook, particularly section V, [Here add any particular information,
depending upon the individual.]

The normal teaching load in our department is and for19_ - we
would expect that you would cover the following (areas/courses): .

Information on l2ave policy, fringe benefits, and other matters is contained in the
, which is enclosed. Because it is of continuing importance to all
faculty members, and because the policies it contains represent essential employment
understandings between you and the University, I urge you to read it with care and, if
you decide to join us, to keep up with the revisions of it which will be circulated to you
from time to ime. Let me know if you have any questions or concerns regarding any
ﬁmﬂm treated in the Handhook or about the terms of your appointment as described
ere.

We look forward to having you join us.
Sincerely yours,

Chair

Enclosure
cc: (Deputy or Associate Provost, as appropriate)
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AFPENDIX K
Sample letter of offer of appointment to TENURED position

Dear Professor

Tt is with great pleasure that ] write to inform you that the Department of _
has voted to recommend your appointment as Professor/ Associate -
Professor of , without term. The further steps in the process of
appointment Include approval by the Tenure Appointments Committee for the
, and by the Joint Boards of Permanent Officers of the Faculty of Arts
and Sciences. After their approval, the appointment is made by action of the Fellows of
the Yale Corporation, the University's governing board. You will receive notice of final
action taken by the Corporstion.

‘The Provost has authorized an annual salary for you of § , cffective July 1,
19__. Your appointment would formally begin on that date. Although the salary
represcnts compensation for the nine-month academic year, it is payable in twelve
monthly installments, The initial salary would be the base for subsequent increases, in
zccordance with general University policy. The Provost has also authorized
reimbursement for costs ingurred in moving up to $ {and‘or pounds).
The departmental assistant is available to offer assistance m arranging a move and will
contact you in due course in any event. ]

The normal teaching load in our department is currently andfor12 -
we would expect that you would cover the following (areas/courses): .

University policies on leaves, fringe benefits, and other matters are described in the
which is enclosed. Because its terms are of continuing importance to
all faculty members, and because the policies it contains represent essential employment
understandings between you and the University, I urge you to read it with great care and,
if you decide to join us, to keep up with the revisions of it which will be circulated to you
from time to time. Let me know if you have any questions or concerns about any matters
treated by the Handbook or about the terms of your appointment as described here.

We look forward to having you join us.

Sincerely yours,

Chair

Enclosure
cc: (Deputy or Associate Provost as appropriate)
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- NATIONAL NAME EXCHANGE - Current Membership
The current members of the Consortium are: Brown Uaiversity, Columbia University,
Corncll University, California Institute of Technology, Carsegic-Mellon University, Harvard
University, Howard University, Massachuscits Institute of Techaology, Nortbwestern University,
Ohio State University, Frinceton University, Stanford University, Vanderbilt University,
Washingtoa University, Yalc University, University of California-Berkeley, University of California
at Los Angeles, University of Chicago, University of Tllinois at Urbana-Champaign, Un.i.v;rsity of
Michigan, University of Minnesota, Vniversity of North Carolina, University of Pennsylvania,

University of Texas at Austin, University of Washington, and University of Wisconsin-Madisos,
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Graduate Fellowship Opportunities

FOR MINORI T):/ AMERICANS
YALE GRADUATE SCHOOL

- 1989-90

The Yale Graduate School is the recipient of two majur fellowship grants for minarity Americans: the Doro thy
Danforth COMPTON Fellowships provided by the Danforth Foundation of 5t. Louis, Missouri, and fellowships
provided under the Patricia Roberts Harris Fellowship Program of the Department of Education. Both programs
support minority graduate students who are pursaing the Ph.D. in one of the arts or sciences. At Yale, preference is
Fiven to students from those minority groups who are least represented in graduale education nationally: American
ndians, Black Americans, Mexican Americans, and Puerto Ricans.

Yale’s commitment to the graduate education of minority Americans is of long standing. In 1876 Yale becamc the first
American university to award the Ph.D. to a Black American, to Edward Alexander Bouchet in Physics. In recent years
the Yale Graduate School has been ane of the leading institutions in the cftort to improve minority representation in
doctoral programs, Of 452 institutions that grant the Ph.D. in the United States, Yale i» onc of only fen that have received
Compton fellowships and one of 155 that have been awarded Patricia Roberts Harris fellowships.

COMPTON

PURPQOSE

The Compton Fellowships are intended to support the
doctoral education of minority Americans whe plana
career in college teaching. The program expresses the
long-term interust of the Danforth Foundation and of
Yale in the graduate education and prafessional well-
being of scholar-teachers.

FIELDS OF STUDY

At Yale, Compton Fellowships are ava Hable 1o
minority graduate students in all fields of stedy, but
preference wilt be given to students in humanities and
natural sciences Ph.D. programs, as these are the
areas where minorities are least represented incollege
teaching.

AMOUNT AND DURATION

Compton Fellowships cover tuition and in most cases
provide an annual stipend of 58,000 Yale shares costs
with the Danforth Foundation s¢ that Compton Fel-
loswships may be continued through the fifth vear of
study, one year beyuend the norm at Yale. Like other
graduate students at Yale, Compton Fellows are asked
to engage in teaching and/ur research assistance in
advanced years of study as a condition of theirawards.

PATRICIA ROBERTS HARRIS
FELLOWSHIP PROGRAM

PLIRPOSE

Patricia Roberts Harris fellowships are designed to
assist the praduate education of minority Armericansin
preparatian for careers in which they are now eritically
underrepresented . Yale's target groups within Patricia
Roberts Harris guidelines are the four minority groups
mentioned above, with preference given to studonts
intending careers in teaching and/or rescarch.

FIELDS OF STUDY

Patricia Roberts Harris fellowships are available to
Yale graduate students in Afro-American Studies,
American Studies, Anthropology, Ceenomics,
liistary, Political Science, and Sociotogy.

AMOUNT AND DURATION

In 1988-89 ['atricia Roberts Harris Fellowships provide
6,000 tosward tuition costs and an annual stipend of
$103,000. Yale covers the balance of tuition. Patricia
Roberts Harris awards are for three vears, but Yale
undertakes to provide two more years of tuition
coverage and teaching, research, or fellowship support
equal to the Patricia Ruberts Harris stipend.

Note: Patricia Roberis Harris Felloshtips it 1989- 9t are
subyect fo the availability of funds and to the sicarss of Yale's
appdication for retioad. Yale fias boen successful i the lost 11
competrions.
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DORQTHY DANFORTH COMPTON FELLOWS

TEACHING IN COLLEGES AND UNIVERSITIES



ADAMS, RAQUEL HERNANDEZ

Ya

{Microhiology, Melecular Biology)

Ph.D., University of Texas at Austin, 1985

Compton Fellowship,

Naticnal Institute of Health Postdoctoral Fellowship,

1981-85

Address: Department of Microbioclogy
University of Texas at Austin

Austin, Texas 78712

ALLEN, BRENDA (Psychology)

Ph.D., Howard University, 1987

Compteon Felleowship,

1982-87

Howard University Dissertation Year Fellowship, 1587

Postdoctoral Fellowship, Cognitive Behavior, Yale University,

1987-88

Dissertation Title:

*The Differential Effects ¢f Low and
High Movement and Sensate Stimulation
Affordance on the Learning of Black
and White Werking Class Children*

Address; Postdoctoral Study
Yale University

94 Edward

¥New Haven,

ARMSTEAD, MYRA BETH YCUNG

Street, #8
Connecticut 06511

{History)

Bh.D., University of Chicago, 1987

Compten Fellowship,

1983-84

Address: Assistant Professor
History Department
Bard College
Annandale-on-Hudson, New York 12504

BAKER, OLIVER K. (Physics)

Ph.D., Stanford University, 1987
Compton Dissertation Year Fellowship, 1985-86

Dissertation Title:

"Large Angle Scattering ancd
Nuclear Rescnance Effect in
Electron Capture by Protons®

Address: Postdoctoral Fellow
Los Almos Wational Laboratery, MP-3

Mail Stop H-809

Log Almce,

New Mexico 87545

198&6-87
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BARTHELEMY, ANTHONY (English)

Ph.D., Yale University, 1984
Compton Dissertation Year Fellowship, 1961-82
Ford Foundation Postdoctoral Fellowship, 1986-B7

Address: Associate Professor (tenured)
Department of English
Louisiana State University
Baton Rouge, Louisiana 70803

BENITEZ, EUGENIO ENRIQUE (Philosophy)

Fh.D., University of Texas at Austin, 1985
Compton Fellowship, 1981-85

Address: Assistant Professor
Department of Philosophy
Catholic University
Washington, DC 20064

BIRT, ROBERT EARL (Philosophy)

Ph.D., Vanderbilt University, 1984
Compton Dissertation Year Fellowship, 1983-84

Dissertation Title: “‘Alienation in the Later Philosophy
of Jean-Paul Satre”

Address: Assistant Professor
Department ¢f Philosophy
Texas A & M University
College Station, Texas 77843

BLACKMAN, RONALD (Zooclogy)

Fh.D., Howard University, 1987
Compton Fellowship, 19B6-87

Dissertation Title: "The Effects of 20 Hydrozyecdysone on
Cultured Drescphia Cells”

Address: Postdoctoral Study
United States Department of Agriculture
Gainesville, Florida
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BOBIA, ROSA WILLIAMS ({Comparative Literature)

Ph.D., Vanderbllt University, 1984
Compton Dissertation Year Fellowship, 1983-84

Dissertation Title: "James Baldwin and His Francophone
Critics: BAn 2Analyels and Annotated
Bibliography {(1952-1981}"

Address:; Assistant Professor
Department of Liberal Studies
Post Office Box 444
Fennesaw College
Marietta, Geoxgia 30061

BRAY-DIKE, MARGIE (Human HNutrition)

Ph.D., Howard University, 18987
Compton Fellowship, 1581-87

Digsertation Title: r~Nutrition and Diet in Irritable Bowel
Syndrome: An Asgessment®

Address: 3311 West 3rd Street, #334
Los Angeles, California 90020

{Year of Maturity Care)

BRCWN, ANDREW (Psychology, Neuropsychology)

Ph.D., Howard University, 1988
Compton Fellowship, 1985-87

Address: Creedmoor Psychiatric Center
8-84 West Chester Boulevard
Queens, New York

BROWN, RAE LINDA (Music)

Ph.D., Yale University, 1987
Compton Fellowship, 1985-87

Address: Assistant Professox
Echool of Music
University of Michigan
Ann Arbor, Michigan 48109

Temporary- Music Department
Address: University of California,
Los Angeles
405 Hilgard Avenue
Los Angeles, California 90024
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BROWN, RICARDO (Physiclogy)

Ph.D., Howard University, 1988
Compton Fellowship, 198&-87

Dissertation Title: “The Effects of Aldehyde on the
Automaticity and Transmembrane
Palentick of Cardinal Pacemaker
Fibera"

Address: Postdoctoral gtudy
University of Cincinnati Medical Center
Morgan Hall 41002
Cincinnati, Ohio

BYRD, RUDOLPH (American Studies)

Ph.D., Yale University, 1985
Compton Digssertation Year Fellowship, 19%82-83

Honors: Vipiting Scholar, Center for Afro-American Studies,
lniversity of California, Los Angeles, 1985-86

Address; Assistant Professor
Department of English
Carleton College
Northfield, Minnescta 55057

CALDERON, ROSEMARY (Psychology)

Ph.D., University of Washiagton, 1983
Compton Fellowship, 1987-88

Dissertation Title: *Stress and Coping in Hearing
Families with Deaf Children:
A Model of Factors Affecting
Adjustment®

Address: Postdoctoral
University of Washington
Seattle, Washington 98195

CAMACHO, DAVID (Political Sciencs)

Ph.D., University of Washington, 1588
Compton Fellowship, 1987-88

Dissertatlon Title: “Raza Political Development and
Behavior: A Case of Assimilation®

Address: Assistant Professor
Department of Political Science
University of Washington
Seattle, Washington 98122

-4-
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CAPTAIN-HIDALGO, YVONNE (S8panish and Portuguese)

Ph.D., Stanford uUniversity, 1984
Compton Dissertation Year Pellowship, 1%83-84

Disgertation Title: "Realm of Possible Realities:
A Comparative Study of Alejo
Carpentier and Manuel Zapata
Olivella*

Address: Assistant Professor
Language Department
George Washington University
Washington, DC 20052

CLARK, VERNESSA R, (Psychology)

Ph.D., Howard University, 1984
Compton Fellowship, 1981-86
Howard University Dissertation Year Fellowship, 1956

Dissertation Title: “The Effects of Perscnality and
Aercbic Fitness on Cardiac Responses
to Challenging Tasks"

Address: Assistant Professor
Department of Psychology
Morehouse College
Atlanta, Georgia 30314

CRUZ, ARNALDO (Comparative Literature)}

Ph.D., Stanford University, 1984
Compton Fellowship, 1981-82

Dissertation Title: "The Procblematics of Origin in
Jose Lezama Lima's Paradiso”

hddress: Assistant Professor
Comparative Language
Fordham University
New York, New York 10023

DASHER, DAVID (Chemistry)

Ph.D., Howard University, 1988
Compton Fellowship, 19B81i-88

Dissertation Title: "The Synthesis of Diselenocroconate®
Addrese: Senior Scientist

Corning Glass Company
Corning, New York

-5-
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DEAN, NATHANIEL (Mathematics)

Ph.D., Vanderbilt Univereity, 1987
Compton Fellowship, 1983-87

Diesertation Title: “"Contractible Edges and Conjectures
about Paths and Cycle Kumbers"

Address: HResearch Associate
Bell Laboratories
Morristown, New Jersey 07960

DENNISTON, DORCTHY (English)

Ph.D., Brown University, 1983
Compton Dissertation Year Fellowship

Address: BAssistant Professor
Department of English
Brown University
Providence, Rhede Island 02912

DIXON, SANDRA (Hispanic Studies)

Ph.0., Brown University, 1985
Compton Dissertation Year Fellowship, 1983-84

Address: Assistant Professor
Hispanic Department
University of West Virginia
Morgantown, West Virginia 26506

FLORES, WILLIAM V. (Politiral Science)

Ph.D., Stanford University, 1987
Compteon Fellowship, 1984-8S

Digsertation Title: "The Dilema of Survival:
Crganizational Dependence,
Conflict and Change in a
Chicano Community"

Addresg: Assistant Prefessor
Chicano Studies
Fresno State University
Fresno, California 93740
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GERZINA, GRETCHEN {English)

Fh.D., sStanford University, 1984
Compton Dissertation Year Fellowship, 1983-84

Dissertation Title: "Carrington: Another Look at
Bloomsbury*

Address: Assistant Professor
Department of English
Spellman College
Atlanta, Georgia 30314

GLADNEY, LARRY DONNIE (Physics)

Ph.D., Stanford University, 1985
Compton Fellowship, 19B2-85

Dissertation Title: "Measurement of the Lifetimes of
the Heutral and Charged D Mesong"

Address: Physics Department
University of Pennsylvania
Pniladelphia, Pennsylvania 19104-6396

GRZENE, LORRAINE WILLIAMS (Paychology)

Fh.D., Vanderbilt University, 1986
Compton Dissertation Year Fellowship, 1983-B6

Dissertation Title: “Personal and Ecological Variables
Important in Two Career Categories
of Employed Black Women"

Address: Private Practice
Physicians Park B, Suite 10
300 25th Avenue, North
Kashville, Tennesgee 37203

GUTIERREZ, DAVID {History)

Ph.D., Stanford University, 1986
Compton Fellowship, 1984-853

Dissertation Title: *Ethnicity, Idealogy, and Political
Development: Mexican Immigration
aa a Political Issue in the Chicano

- Community 1330-37+

Address: Assistant Professor
History and Chicano Studies
University cf Utah
Salt Lake City, Utah 84112

-7-
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HARDIMON, MICHAEL (Philosophy)

Ph.D., University of Chicago, 1985
Compton Fellowship, 1983-84

Address: Assistant Professor _
Department of Linguistice and Philoscphy
Massachusetts Institute of Technology
Cambridge, Massachusetts 02139

HARMON, GARY L. (Zoology, Molecular Biology of Gene Cloning)

Ph.D., Howard Univereity, 1986
Compton Dissertation Year Fellowship, 1985-86
NASA Postdoctoral Fellowship, 1986-88

Dissertation Title: “Ultrastructural and Cytochemical
Profile Tubulin Iscforms in Cultured
Normal and Neoplastic Human Mammary
Epithelial Cells*

Address: Postdoctoral Study
U.8,. Department of Agriculture
Beltsville, Maryland 20705

HARRINGTON, JAMES W. (Geography)

Ph.B., University of Washington, 1983
Compton Dissertation Year Fellowship, 1982-83

Addreses: Assistant Professor
Depaxtment of Geography
Francis E. Froncyak Hall
SUNY - Buffale
Buffalo, New York 14260

HARRISON, FAYE (Anthropology)

Fh.D., Stanford University, 1982
Compton Dissertation Year Fellowship, 1981-B2

Dissertation Title: T"Semiproletarianization and
the Structure of So¢ciceccnomic
and Political Relations in a
Jamaican &lum"

Address: Assistant Professor
Department of Anthropology
University of Louisville
Louisville, Kentucky 40208
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HEPBURN, JOAN (English)

Ph.D., Brown University, 198S
Compton Disgertation Year Fellowship, 1983-84

Address: Assistant Professor
Humanities Division
Department of English
Fordham University
Bronx, New York 10458

HILL, LINDA (Behavioral Sciences)

Ph.D., University of Chicago, 1982
Compton Dissertation Year Fellowship, 1581-82

Address: Assistant Professor
Harvard Business School
Cambridge, Massachusetts 02138

HUNTER, JOYCE ({Physiclogy)

Ph.D., Boward University, 1988
Compton Felleowshlp, 1985-88

Diesertation Title: “Evaluation of Differences
in Myocardial Fiber Size and
Orientation in Normal Left
Ventricles"

Address: Instructor
Callege of Medicine
Department of Physioclogy
Howard University
Washington, DC 20059

JACKSON, KENNETE W. (Sociology)

Ph.D., University of Chicago, 1982
Compton Dissertation Year Fellowship, 1981-82

Address: - Assistant Professor
Behavioral Sciences
Director of Afro-American Studies
Texas Southern University
Houston, Texas 77004



