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1 Intr oduction

Harvard University mustlive with its times. Onceit wasreasonabléo countHarvard’s institu-
tional and intellectual capital sufficient to attractthe mostgifted scholarsto the faculty It was
assumedhat thosewho receved the call to teachherewould be maleandwould have wivesto
manageheir householdaffairs. Now the Universitycanno longerexpectto recruitfaculty simply
throughasearchprocesghatidentifiesthe mostpromisingcandidateslt facesstiff competitionin
mary fieldsfrom otherleadingresearchuniversitiesand,in the sciencesfrom industrialresearch
laboratories.Furthermorethereis no doubtthatfaculty who have anothempersonto managehe
affairs of daily life — andarethereforefreeto concentratexclusively on researchteachingand
academiaaffairs — candevote moretime to research.However, fewer and fewer faculty come
accompaniedby a full-time helpmate Almost nowomendo.

Harvardis justly proudof the achiazementsof its faculty, but hasyetto adaptits appointment
processeanddepartmentastructureto thesechangesAs a consequenceye have foundthatthe
Universityis having seriousproblemsattractingwomenin the sciencesfrom the graduatdevel to
the seniorfaculty If Harvardis to be successfuin seniorappointmentsit mustattractandretain
thebestyoungwomenasjunior faculty membersandmustpersuadéts womengraduatestudents
thatan academiaesearcltareerin the sciencesiot only is within their grasp,but is an exciting
andfulfilling possibility. At presentit is experiencingseriouddifficultiesin boththeseareas.

The sciencespresentspecialproblemsfor womenat all levels. First, with few exceptions,
womenat all levels form a small minority in their peergroups;the percentagedrop asthey ad-
vancethroughtheir careers.The resultingisolationimpedesresearchincreasestressand may
leadto abandonmentf anacademiccientificcareer Secondasuccessfuscientificcareeris usu-
ally forgedbetweernthe agesof 25 and40, which correspondso the periodof childrearing.Third,
experimentalwork may make extraordinarydemandsn availability in time or location. Finally,
womenstudentoftenfind themselesactively dissuadedrom doingwork in certainareasof sci-
ence.In somedisciplineswomenarediscouragedby facultyandstudentolleague$rom pursuing
mathematicabr theoreticalinvestigationsjn otherfields womenarediscouragedrom engaging
in experimentawork.

The sciencesalso presentspecialproblemsfor the University which mustcompetewith the
industrialsectoraswell aswith otherleadingresearchuniversitiesfor themosttalentedesearchers
andfor arelatively small pool of seniorwomen. The perceptionof mary studentdo whom we
spole wasthat industry had adaptedoetterto modernlifestyles, with parentalleave more easily
arrangedandchild caremorereadily available. University salariesgspeciallyat the junior faculty
level, areoftensignificantlylower, exacerbatingparentaleave, child care,andhousingproblems.
Themajorattractionof academiaemainghereputatiorfor freedomof choicein researchbut this
is oftenoutweighedoy otherfactors.

It is essentiato increaseéhe numberof womenin sciencedepartmentat Hanvardatall levels.
In recruitinggraduatestudentsgdepartmentsnustrecognizethatunlesswomenform a significant
portion of the graduatestudentpopulation,their developmentis impeded. Juniorfaculty women
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also fare betterwhen not alonein their departments.The junior faculty is certainly a critical

areaof growth for the University, asthe numberof seniorwomenscientistscurrentlyavailableis

small. Furthermorea seniorscientistcontemplatinga move typically mustuprootboth heror his

researclgroupandfamily; becausaeithertransplantings easyraidingotheruniversitiesremains
anunlikely way to increaséhe numberof seniorwomenscientistsat Harvard.

The Faculty of Arts and Sciencesnust make a commitment to the recruitment, retention,
and professionaldevelopmentof womengraduate studentsand junior faculty in the sciences,
or the pool of womenfor senior sciencefaculty positionswill not be significantly greaterin
the twenty-first century than it is now.

The next two sectionsof the reportsummarizeour findingsfrom meetingsduring the spring
semestefl 990 with graduatestudentsandjunior faculty in the sciencedepartments.Sections4
through 6 describefactorsthat affect both graduatestudentsand junior faculty: critical mass,
sexual harassmentand issuesrelatedto family responsibilitiesand academicscientific careers.
Our majorrecommendationarepresentedn thefinal sectionof thereport.

2 Background on Graduate Students

Womengraduatestudentsn eachsciencedepartmentvereinvited to meetasa groupwith two
memberwf the Committee.Beforethe meeting,they receveda list of questionghe Committee
believesaregermando academigrogresgseeAppendixA.1) andwereencouragedo bring to
the Committees attentionconcernswe neglected. Forty-five womenwho are currently graduate
studentsn twelve sciencedepartmentsttendedhesemeetings Severalwomenwho wereunable
to attendwrote or called with comments. The percentagef studentsfrom a departmeniwho
respondedn someway varied widely. Becausethereare so few womengraduatestudentsin
all departmentgxceptthe biological sciencesthis sectionof the reportwill notidentify specific
departmentsothatthe students’confidentialitymaybe presered.

AppendixB providesinformationclassifiedoy gendeffor eachsciencedepartmenbnthenum-
berof Ph.D.studentsn thedepartmentyearso obtainthePh.D.,andattritionrates;t alsoincludes
yields on menandwomenstudentsadmittedto Ph.D. programsin the sciences.As the tablesin
this appendixdemonstratein mary sciencedepartmentsvomenconstitutea small minority. Not
only dofewerwomenapply, but alsotheyield for womenofferedadmissiorto mary graduateoro-
gramsin the sciencess lower thanthatfor men. In addition,a higherpercentagef womenleave
without completingtheir doctoratesAlthoughmostof our recommendationsoncerninggraduate
studentsare directedat improving the ervironmentfor the womenenrolledandthus decreasing
attrition, othersaim to increasehe numberof womenenteringthe program.

Several commonproblemsand themesemeged from our meetingswith graduatestudents.
They fall into threegeneralareasthat give structureto this compositereport: the ervironment
of the departmentgraduateeducationfor womenin science,and the outlook for womens ca-



reersin science.Although differencesamongdisciplinesand departmentsre striking, mary of

the challengesvomengraduatestudentsn the scienceencounteiarecommonto all the science
departmentsThe small numberof womenscientistsworking at eachstageof a scientificcareer
decreasesharplyaswomenascendheacademidadder Theimbalancehatthesesmallnumbers
producein mostsciencedepartmentfiasmary consequencef®r graduateeducationandfor the

retentionof womenin sciencedepartments.

2.1 Department Environment

Whathappengo womengraduatestudentgeflectstheintellectualand sociallife of a department
asa whole In departmentsvhele the ervironmentinhibits graduatetraining, reseach and col-

legiality for bothwomenand men,it is particularly damaging for the professionalnd personal
outlookof women.

As might be expected we found greatvariationin the attentiongivento the introductionand
integration of graduatestudentsnto departments.The size of the departmentthe organization
of laboratoriesand the involvementof faculty in undegraduateteachingare amongthe factors
thatinfluencegraduatestudentexperience satishctionandself-confidence Faculty participation
in the departmenbften reflectsthe stateof generalmorale. Departmentainfrastructurevaries
greatly as do the kinds of actwvities provided for the integration of new graduatestudents. In
thosedepartmentsvhereacademi@lanningconsciouslyshapesntellectualandcollegial relations
womenstudentdave a morepositive experience.

Thedepartmentsvith thebestervironmentsemploy avarietyof actvities to integrategraduate
studentdnto departments One departmentisesan intensve introductoryseminarandrotations
throughlaboratoriego acquaintnew studentswith the departmenandtheresearctof facultyand
adwancedstudents Anotherdepartmensponsors departmentatetreatat which faculty andstu-
dentspresentanddiscusgheir researchin anotherdepartmentthe graduatestudentorganization
preparesthandboolor enteringstudentsintroducingnen memberdo thedepartmensacademic
programsthe faculty, staf andstudentsandUniversity resources Womengraduatestudentsn
thesedepartmentseportedthattheir participationin collegial functionscontinueghroughouthe
year andthatthe faculty sharesmportantinformationandresponsibilitiesvith students.In an-
otherdepartmentaninformal “buddy” systemhasbeeninitiatedby studentgo sere new students
in theabsencef departmenbrientationprograms.

In contrast,thereare both large and small departmentsvhich provide no actwities to aid in
theintegrationandprofessionatievelopmentof studentsin thesedepartmentsa students devel-
opmentis evenmoreheaily dependenthanusualon the adviserand problemsof isolationmay
be severe. The diversity of training programsn somedisciplinesmay intensify a students isola-
tion especiallyin the absencef clearrequirements Studentdelieve thatadvisorsarerandomly
assignedandfeedbacks haphazardrom the time they enterthe departmento their postdoctoral
appointmentsThereis little collegiality amonggraduatestudentsr betweerstudentsandfaculty.



In onedepartmentfor example,the meetingwith our committeesened asthe first introduction
of studentgo eachother Studentsconcludethatthe faculty neitherknows nor caresabouttheir
intellectualneedsor theiracademi@ndprofessionatlevelopment.

In mary departmentsve found that womenstudents’self-esteemand especiallytheir self-
assurancen their scientificcapabilitiesdecreasedsthey advancedhroughgraduateschool. This
decreasén self-esteemfrequentlyaccompaniedyy increasedassvity, wasexacerbatedy iso-
lation and often led to even greaterisolationanda sensehattherewasnothingthey coulddo to
improve their situation.

It is thus crucial that departments,and GSAS, take stepsto integrate graduate students
into departmentsand to provide activities aimed at overcoming the isolation women experi-
enceasa small minority in sciencedepartments.

Studentgeportthatin mary graduateseminarsandlaboratorysettingscompetitvenessover-
whelmscollegiality. Thiscompetitvenes®ftencorrodeshequality of graduateeducatiorfor both
womenandmen,but the effect on womenis moresevere. Womengraduatestudentgperceve that
men,in aneffort to overcomea lack of confidencen their own work, make pointsat the expense
of their femalecolleagues.Male graduatestudentsexperiencinguncertaintiesvere describedas
resortingto “macho” boasting.A commonresultis thatwomens self-esteendecreaseandthey
becomemorelikely to acceptallegationsthatthey are“not asgood” asmenasa consequencef
immutablegenderdifferenceseventhoughtheseallegationshave no rationalbasis.

The responsibility for clarifying the differencebetweenappropriate measures of meri-
torious work and genderspecificbehaviors irr elevant to the value of scientific reseach lies
with the faculty.

In certaincircumstancesomewomengraduatestudentsdiscover that they areinadequately
preparedor graduatestudy but find insufficientopportunitiedo remedythedeficit. In mary fields,
studentdack confidencean their quantitatve andmathematicapreparatiorfor graduatewvork, but
find no small setof coursesappropriatefor augmentingheir background.Most womenin such
circumstancesssumehat they alonehave suchproblems. None of the womenwho raisedthis
issuementionedthe possibility of inadequatgreparatiormmongtheir male colleaguesalthough
the womenhadno evidencethat therewere actualgendesrelateddifferencesn background.In
at leastone departmentwomenstudentsreportedthat they were actively discouragedy their
advisersfrom taking refreshermathematicourses;the implication wasthat if they could not
keepup with high-level mathcoursesthey hadno placein graduateschoolat Harvard.

Inadequatgreparatiorand academicadvisingat the beginning of graduatetraining conspire
later to restrictaccesof womenscientiststo researclopportunities(seeSection2.2). Hence,it
is essentialthat departmental advisersassiststudentsin developing a program of study ap-
propriate to their background and their professionalgoals,and that every department pro-
vide effective mechanismsor communicatingwith studentsabout their progressin graduate
study.



Although overt sexism is rare amongfaculty, the few caseswe encounteredvere astonish-
ingly blatantandappallingin their damagingeffectson talentedvomen.We metgraduatestudent
womenwhowereprofessionallyandpersonallydevastatedy harassmererpetratedy facultyin
theirdepartmentsln somedepartments/erbalandgenderspecificacademitarassmer(e.g.dis-
couragingwomenfrom pursuingscientific careersbecausehey were women)are prevalental-
thoughsexual harassmenmnaynotbe.

It is extremelydifficult for graduatestudentwomento bring grievancedorward, becausdac-
ulty, especiallyadvisershave extensie influenceon a graduatestudents advancemenandfuture
career|f thegrievanceis againsheradviserit is likely to have anespeciallystrongnegative effect
onastudentsown careern somedepartmentghereis no alternatve facultymembeto whomthe
studentcould turn for researchdirection; shemight be forcedto try to completeher degreeelse-
where.In all casesywomenstudentgecognizehatarny seniormemberof afield couldundermine
their careerdy spreadinga negative reputationthroughthe professionagrapeine.

Severalgraduatestudentsvho hadexperiencecharassmengxpressedjreatdisappointmenin
the proceduresandsupportavailablefor dealingwith it. In the currentprocedurespneadminis-
trator is responsibléboth for supplyingguidanceto the studentexperiencingharassmenand for
fact-findingfor the adjudicationprocess.This systemdoesnot sene studentswvell. Several stu-
dentstold the Committeethatthey hadabandoneattemptgdo addresarassindehaior because
they wereunableto getsufficientadviceandsupport.

GSAS must provide someonewho can assistgraduate studentswho experienceharass-
ment through the entire processof filing a complaint and subsequentlyin overcoming the
damageharassmentcauses.Although shecould play an important mediation role in some
casesthis personmust be able to provide support to the studentuntil the harassmentprob-
lem is solved and henceshould neither be responsiblefor neutral fact-finding nor be dir ectly
involved asan adjudicator.

In somedepartmentssexism also continuesto block the entry of womento certainfields or
subfields. Even womennot directly affectedsuffer from an ernvironmentthat doesnot condemn
undenaluationof women.Furthermorea departmens badreputationfrom rumorsaboutsexism
amongthe faculty often lastsbeyond actualexperience.For example,the reputationof onede-
partmentin which womenwereexcludedfrom specificlaboratoriesandthe reputationof sexism
amongseniorfaculty in anotherdepartmentave lingeredeventhoughthe causesn thesecases
have beenaddressedSuchnegative reputationsunfortunatelyare often carriedoutsidethe Uni-
versityandmay affect graduateapplicationsandhencehelp perpetuatehe underrepresentatiowf
womenin certaindepartments.

Wefoundthatmalegraduatestudentpresentgreatemproblemin mary departmentthanmale
faculty In somesciencespnemuststill prove oneselfaccordingto “macho” standard¢e.g.who
canclimb thebiggestrock, write thefastesprogram)andgraduatestudentseento find it accept-
ableto claim thatwomenareonly capableof researchn the“softer” subareas.

Someof the mostovert anduncontrolledsexism amonggraduatestudentccurredwithin the



classroom.Somebehaior wasexplicitly sexist (e.g.viewing somepartsof thefield as“manly”
or womenas lessqualified merely becauseghey were female), but lessovert behaior is alsoa
problem(e.g.[paraphrase]l gave ananswerto a questionthatwasdismissedbut whenthe male
studentnext to me saidthe samething, hereceveda lot of encouragemeritom the instructor”).
Suchattitudesare harmful not only to womengraduatestudents. When male teachingfellows
carry suchattitudesinto the classroomthey may have strongnegative effectson undegraduate
womenaswell. This possibilityis especiallytroublesomen view of thedisproportionat@rop-of
of womenundegraduatescienceconcentratorsFurtherinvestigationis neededf the sourcesf
this drop-of; initial effortsin this directionarecurrentlybeingundertalen by the ScienceCenter
Executive Committeeandthis Committee.

The sciencefaculty musttake stepsto addresshis type of inappropriateoehaior (cf. the Sec-
tion “Sexism in the Classroom’in the Sexual HarassmenGuidelines). The developmentof ap-
propriateclassroontonductandsuitablerelationshipswith peersis animportantpartof graduate
educationrandthusa responsibilityof the faculty The apprenticeshigpproaclof graduatestudy
makesit incumbenton facultyto insurethatgraduatestudentsknow thatevensubtleformsof ha-
rassmenandgenderdiscriminationare unacceptableln thosedisciplinesthat have traditionally
beenunacceptingf womenasequalsit is especiallyimportantfor faculty to take an active role
in educatioraboutgenderdiscrimination

It is imperative that the faculty in sciencedepartmentsassumeresponsibility for educat-
ing graduate studentsabout the forms that gender discrimination may take and the unac-
ceptability of genderdiscrimination of any kind. The University must take strong action to
insure that teaching fellows are made aware of genderissuesand their responsibilitiesfor
avoiding discriminatory behavior.

2.2 WomenScientistsand Graduate Education

A critical massof womenin theuniversity is essentiato establisha scholarly communitythat can
attract and retain womenscientists. The small numberof womenstudentsand faculty in science
departmentsbothin proportionto menin scienceandin total numbeyconstainstheintellectual
andsociallife of thesedepartmentssa whole mostseriouslyfor women.

Thevery smallproportionof womenin eachof the sciencedepartmenteffectsanevengreater
genderimbalancein the smallerresearchgroupsandlaboratorieghat form the graduatestudent
working environment. The pressure®f laboratoryresearcloften aggraatemary of thetensions
associatedavith graduatdraining. Furthermoregxperimentakresearchmay carry additionalstress
asaresultof thefrequentneedto work lateat night; suchnightwork causespecialkafetyconcerns
for womenstudents.

The penasie useof stereotypicallymaletermsto describeresearchstyle playsa subtlebut
nonethelessignificantrole in erodingresearclopportunitiesandlong-termgoalsfor women.Al-
thoughthereis broadagreementhatthe presencef morewomenamongthe studentsandat all
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faculty rankswould mitigatetheimpactof gendefbasedhetoricandstyle, thisis only asymptom
of more substantialndintractableobstacledacedby womenscientists. Womenin several de-
partmentencountereanarkedresistanceo their researciplanswhentheseinvolved moremath-
ematicalor theoreticalprogramsratherthan experimentalstudies. They found that assumptions
aboutinadequatgreparatiomeededo be challengedput they were often reluctantto do so. In
instancesvhere personaldeterminatiorand persistenceventually enabledmore satisactoryre-
searchassignmentswomenbelieved they wereinitially stigmatized,and felt that their tenacity
wasresponsibldor successWomenwith lesspositive experiencebelieve thatalargerproportion
of womenstudentandmorewomenfacultywould openthe way for them.

Womengraduatestudentgeportedfew efforts to accommodatéheir requirementsor full par
ticipation in laboratoryresearch.The fearsandreal dangerghat arise becauseof working late
in isolatedlaboratoriesarebelittled; in onedepartmentluringa discussiorof security it became
clearthatthe male graduatestudentsvere concernedaboutthe preventionof theft of equipment
whereaghe womenwereconcernedbouttheir personakafety

Although faculty, in generalunderstancgindacceptheir responsibilitieswith respecto end-
ing sexism, womenwho are pregnantor have childrenreportdisparagingpehaior amountingto
neglectbecausef perception®f conflictbetweertheir statusasgraduatestudentsandasmothers.
Many graduatestudentsmenandwomen,implicitly or explicitly acceptheview thatanacademic
careelin sciencerequirespostponementf family life. Prevailing opinionmight be caricaturedn
theobsenationthat“having childrenis viewedasapersonatiecisionjustlike buyingaMercedes.
In addition,thereareno establishegroceduregor leavesof absence&onnectedvith exposureto
toxic substancesr other hazardsn the first trimesterof pregnangy. Womengraduatestudents
believe thattheir standingandstipendswould suffer shouldthey requesieavesfor thesereasons.
In spiteof thesebiasesand problems,somewomengraduatestudentsexpressedhe opinion that
graduateschoolwasthebesttime to have childrenbecauseesponsibilitiesncreasdaterin anaca-
demiccareer Thedifficultiesof managinga successfuhcademimr scientificcareemwhile having
andrearingchildrenarewell known. Faculty shouldnot increasethe stressesnddifficulties by
imputingalack of seriousnest womenwho decideto have childrenduringgraduateschool.

GSAS and the sciencedepartments must take stepsto increasethe number of women
graduate studentsboth by actively recruiting qualified women applicants and by ensuring
that their applicationsare seriouslyconsidered. They should developstrategiesfor impr oving
the yield of women offered admissionto graduate study, especiallyin the physical sciences.
Furthermor e, GSAS and the departmentsshould work togetherto ensure safeworking con-
ditions for all graduate students, including safe night-time accessto laboratories. GSAS
should develop clear policies for maternity and parental leave and should obtain from de-
partments clear policieson leavesto avoid exposuteto health risks during pregnancy



2.3 Graduate Education and the Outlook for Careersin Science

Graduatestudentexperiencereshapegoalsthat studentsring with themon admission.A sub-
stantial numberof womengraduatestudentsbelieve the opportunitiesfor a productivescientific
life are limited by university structue andtraditions. By contrastindustryappeas to provide an
ernvironmenthat facilitatesscientificreseach andaccommodatemdividual needs.

Womengave a numberof reasonsvhy they had acceptedadmissionto a doctoralprogram
at Harvard. The reputationfor excellenceof the departmentand opportunitiesfor employment
of a spousewere cited frequently No onereportedconsideratiorof otherwomens experiences
at Harvard, or indicatedthat they hadary reasonto believe womenin sciencefaredlesswell in
Harvard's graduateprogramsthanelsavhere. Somewomenexplicitly statedthis would not have
deterredthem. Most women said they would encourageother studentsto entertheir doctoral
program.They werelesscertainthatthey would encourageandidategor junior faculty positions
to acceptanoffer.

While womengraduatestudentsexpressedew regretsaboutcomingto Harvard, mary did not
regardHarvard asa necessarilydesirableervironmentfor their future careersn science.Several
womensaidthat they would not acceptan offer asa postdocor on the junior faculty at Harvard.
Several studentsn the physicaland mathematicasciencesxpressedkepticismaboutacademic
careersnoregenerally

Many of the studentswe interviewed, painfully consciousof conflicts betweenpersonaland
professionademandsn graduateschool,looked to membersof the Committeefor reassurance
thattherewould begreatefflexibility in postdoctorahndlifetime careersWomenstudentdelieve
that menstudentssharetheir outlook on the future, but that the burdenof adjusting“private” or
“family” life fallsmoreheasily onwomen.They realizethatgoodscientificresearcltanbedonein
industry andthatindustrymayprovide a betterwork ervironmentandmoreadaptve conditionsof
employment. Thesebetterconditionsinclude,but arenot restrictedto, betterandmoreaffordable
child careoptions. Most strikingly, they understandhat the intellectualrewardsof positionsin
industrycompardgavorablyto whatthey find in the university.

All but one of the womenintervienved planto be researchscientistsandlook forward to de-
mandingandrewardingcareersalthougha fair number(perhapshalf of thoseintervieved) have
alteredthe specificareaof theirresearchor expectto do soin thefuture,to accommodatdemands
of privatelife. With rareexceptionsvomenbelieve thatalthoughmenmalketheseadjustmentsilso,
they arelesslik ely thanwomento do so.

The University should becomea leader in increasingthe number of women on science
faculties, both by acting to increasethe number of women sciencefaculty at Harvard and
by taking stepsto make academiccareersin sciencemore appealing to women graduate
students.



3 Background on Junior Faculty

The Committeeinvited eachof thethirteenwomenjunior faculty currentlyin the sciencest Har-
vard (FAS) to participatein oneof two luncheondiscussionsonedevotedto the Biological Sci-
enceqincludingBiological Anthropology andthe NaturalSciencesreasof Psychology)andthe
otherto Mathematicsandthe Physicaland Applied Sciences Our invitation letterincludeda list
of questionsaddressingariousaspect®f academicesearclandcareer{seeAppendixA.2), and
encouragethesewomento raiseotherissueghey consideredjermane.

Twelve of thejunior facultywomenrespondedo the Committees queriesn someform. Eight
womenparticipatedn oneof our lunchmeetings.Two who wereunableto attendwrote detailed
responseto our questions.Onespole at lengthwith the Chair; anothermet separatelyith two
memberf our committee.Onewomanwho did not attendour meetinghadrecentlyaccepteda
tenureoffer from anothermuniversity.

Becauseof the small numberof junior faculty womenin science the resultsof our inquiry
could not have a statisticalbasis. Most problemsthat we addresshere, however, appearedn
the oral andwritten commentsy non-tenuredvomenacrosssciencedepartmentsHowever, the
absenceof historical recordspresentsa problemnot only in limiting our understandingf the
currentsituation.Ongoingassessmeraf Harvard’s progressn gendefrelatedareagequiresetter
recordsin anumberof areasjncludingappointmentslt is the ephemerahatureof the reportsthe
Committeeheard nottheirreliability thatis problematic.

Someof theproblemswye encountereareclearlygendefrelated.Indeed the dearthof women
in scienceat Harvard hasresultedin their generalsenseof isolation, of being“outsiders”in this
community Themaledominancef thetenuredsciencdacultyresultsin mary nontenuredgvomen
feeling powerless. Other problemsthat the junior womenfaculty reportedwould appearto be
rootedin moregeneralphenomenathe trappingsof “junior” statusin a faculty with a distinctly
hierarchicalstructure;inadequateesourcedor establishingand carrying out scientificresearch
projectsin generalincluding researciHunding both public andprivate,aswell asoffice andlab-
oratoryfacilities at Harvard; andmembershipn a communityof researclscientistsvho tendto
be orientedtowardtheir professionalivesbeyondratherthanwithin Harvard. As describedelow,
althoughsuchproblemsimpactthe experienceof all youngscientistsat this institution, the effect
onwomenis moresevere.

The extent to which theseproblemsencouraggunior faculty womento look elsevherefor
seniorappointmentgin somecasedecausehey do not find the environmentat Harvard a happy
one) presents seriousobstacleto increasingthe participationof womenon our sciencefaculty.
Thedearthof seniorwomenwasrepeatedlyiscussed“Althoughin theoryl couldgoto arny senior
faculty memberfor advice,in practicel would be morelikely to consulta woman(if any were
available)”). Thereis proportionalunderrepresentaticavenin fieldswheretherearea significant
numberof seniorwomennationally e.g. psychologyandbiology. In mary departmentghe junior
faculty arenot corvincedthe university is actively attemptingto correctthis problem. Harvard’s
tenurepolicy clearlyexacerbatethesituation. Thesystemof luring “stars” from otheruniversities

10



for tenuredappointmentsvill causeunderrepresentatiasf womenfor alongtime becausé¢hereis
averysmallseniorpool from whichto drav andthereis decreasetlk elihoodof gettingwomento
move atthatpointin their careersHencetheisolationwomenjunior faculty experienceandtheir
inability to find colleagueslik e them” presents seriousanddifficult problem.

Our discussiorbelowv coversproblemsand solutionsat both the departmentaind university
levels. To protectthe confidentialityof thetwelve womenwho participatedn our study comments
andanecdotesvhich may have beenrelayedin the context of a particulardepartmenthave been
recasin agenericform.

3.1 Department Environment

Departmentervironmentsplay a central role in Harvard’s ability to recruit and retain faculty.
Becausedhe pool of womenscientistsat all levelsis small, the effect of a hostileor unsupportive
ernvironmentcanbedisastous.

Many nontenuredvomendo not enjoy positive, collegial relationshipswith the seniormem-
bersof their departmentlin the worst casesjunior faculty womenfeel exploited: they may have
substandardaboratoryand office facilities, be burdenedwith heavry teachingassignmentsand
otherdepartmentatesponsibilitieshave no voicein departmentecisionspr any combinationof
these.In mary casesywomenperceve their situationsto be worsethanthoseof their malejunior
colleagues.

The professionalsolationthey have experiencedwithin their own departmentassurprised
anddisappointednary of the junior faculty womenwith whomwe met. In addressinghis phe-
nomenon,we shouldkeepin mind thatit is not uniqueto our currentgroup of youngwomen
scientists. Previous studiesconcernedwith the junior faculty experience suchasthe Reporton
SomeProblemsof Personnelin the Faculty of Arts and Sciencan 1938,the Dunlop Report and
morerecentlythe Summaryof the Jr. Faculty Questionnaie (Whitla, 1985)all cite lack of profes-
sionalintegrationwithin their own departmenas,“the mostpainfulaspecbf theirlife atHarvard”
(Dunlopquotedby Whitla).

To someextent,the professionalonelinessexperiencedy junior faculty membersgespecially
thosenew to Hanard, seemsa naturalandprobablyunasoidableoutcomeof their transitionfrom
graduatestudentor postdoctorafellow functioningwithin anestablishedesearclgroup,to thatof
principalinvestigator In the former context, intellectualandfinancialsupportaswell asespritdu
corpsaregivens.By contrastthe new Pl usuallybeginslife at Harvardwithout graduatestudents
or postdocs.It is quite possiblethat no one elseon this faculty is pursuingresearchn the same
subfield. Furthermorethe rookie Pl is facedwith the dauntingtaskof establishinga laboratory
andapplyingfor public andprivateresearcHunds. It is lonely atthetop, andespeciallysowhen
faculty colleaguesbothjunior andsenior aredeeplyengagedn their own teachingandresearch
enterprises.

Becausesciencedepartmentsypically are loosefederationsof independentesearctgroups,
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they do not naturallyfosterprofessionalntegration. The small numberof womenfaculty, aswell
aswomens typically greaterdiscomfortwith aggressie behaior andself-promotion.accentuate
the negative affect of isolationon women.

Thus,the departmenteadershimeedso take specialinitiativesto overcomethe professional
isolation of junior faculty, and seniorfaculty mustaid in the professionaldevelopmentof their
junior colleagues.One departmentiasan advisory programthat provides a good model: each
junior faculty memberhasa designatedeniorfaculty “mentor” who takesresponsibilityfor him
or her. Appointing a small committeeof seniorfaculty to advisejunior faculty offers advantages
of greatewisibility andincreasedollegiality within the departmentiswell asproviding a wider
rangeof guidanceandsupport. Seniorfaculty mentorscanoffer adviceaboutsourcef funding
andpreparatiorof grantapplicationsaswell asthepleasuresndperilsof servingon particularde-
partmentatommitteesFacultymentorscouldhighlightthework of junior colleaguest meetings;
make referralsfor speakingengagementseview articles,andconsultingopportunitiesaswell as
researchstudentsandpostdoctorabssociatesand promotenominationsfor awardsor otherhon-
ors. As thetimefor consideratiorof thejunior facultymembeifor tenureapproachesnentorscan
help preparethe candidatefor Harvard’s review processand,whenappropriateyecommenchim
or herto otherfaculty searchcommittees.

However, seniorfacultymembersvho sene asmentoranustensurdhattheirjunior colleagues
remainindependenscholars. From the junior faculty with whom we spole, we learnedthatin
somedepartment# is difficult for junior faculty to establishtheir own programsor obtaininde-
pendentesearchiunding;in othersthey areexplicitly discouragedrom doingso. Apparentlyin
certainfieldsjunior faculty have traditionally sernedaslieutenantdo seniorcolleaguesAlthough
providing researctsupportfor junior facultyis usefulasthey starttheir university careersijn the
long-termit is harmfulfor themnotto have their own independentundingandresearctprojects.

Departmentsshould provide senior faculty committeesto advisejunior faculty on scien-
tific and career developmentand on departmental issues.

Adequatelaboratoryspaceis crucialfor junior faculty in the sciences.Severaljunior faculty
reportedthat they getdisproportionatelyfessspaceandresourceghanseniorfaculty, regardless
of their realneeds.In theworstcasesjunior faculty werenot provided with sufficient laboratory
andoffice space By makingresourceslependon ajunior faculty members ability to negotiateor
to make demandsggressiely, the Universityimposesa specialhardshipon women,who areless
likely to engagen aggressie behaior.

The University must provide reasonablespacefor junior faculty; departments must be
careful about the promisesfor spacemade when appointments are negotiatedand must en-
sure before making suchpromisesthat the University can honor them.

The ability to attractstronggraduatestudentdo theresearchgroupis essentiato the success
of junior facultyin the sciencesAlthough somejunior faculty reportedno problemsin recruiting
studentsmary of thesefaculty had broughtgraduatestudentswith them. A numberof factors
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conspireto make recruitmentof stronggraduatestudentsa problemfor non-tenuredaculty. Sev-
eraljunior facultyreportedproblemsinitially becausef lack of their own researcHunds;laterin
their termsat Harvard, they expecttheir temporarystatusto make studentgeluctantto join their
researchgroups. Recruitinggood graduatestudentsat Harvard is difficult if thereare no senior
facultyin anareabecausef the well-known temporarystatusof junior faculty here.However, if
therearestrongseniorfaculty, they typically getthe beststudentsAgain, seriousefforts by senior
facultymentorscanoffsetsomeof the difficulty in attractinggoodgraduatestudentgo the groups
of junior faculty Somedepartmentgrovide mechanismsor distributing graduatestudentamong
laboratoriesandgiving themexposure eitherthroughlab rotationsor throughresearctpresenta-
tions at departmentatetreats o the researctof all faculty More respectandsupportfor junior
faculty might well attractmore graduatestudentdo the departmentandmalke it morelik ely that
they would chooseo work with ajunior facultymember Furthermoresuchenhancedaollegiality
mightinspirein students morepositive view of anacademicareer

Teachingand other departmentalesponsibilitiesare importantcomponentf an academic
career However, the load placedon somejunior faculty with whom we met presentedlearim-
pedimentdo their progress.Although somedepartmentassignreducedteachingloadsto their
junior faculty for the first yearor two in acknaviedgemenbf the effort neededo setup a lab
or researctenterpriseptherdepartmentsffer no teachingrelief. Someimposeunusuallyheary
loadsby askingjunior facultyto teachlarge or introductorycourses.

The Committeewassurprisedo learnthatin certaindepartmentswomenwereassignedra-
ditionally femaleresponsibilities For example,womenwereoften askedto do moreentertaining
of outsidespealersor prospectie facultythanweretheir malecolleaguesin certaindepartments,
womenarealsomorelik ely to beasledto sene asadviseror to accepiextracommitteeresponsi-
bilities. Thesetaskscanandshouldbe sharedequallyamongwomenandmen.

In somedepartmentsthesisand departmentatommitteesas well as adviseesare assigned
without consultingthe junior faculty member Althoughonly in somecaseslid womenperceve
thatthework loadimposedonthemwasgreatethanthatassignedo theirmalecolleaguesin most
caseghey found it moredifficult if notimpossibleto berelieved. The small numberof women
faculty often leadsto greaterpressureon themto acceptcommitteeresponsibilitiesandwomen
appeatto have moredifficulty decliningsuchassignmentsr gettingcompensatoryelief in other
areas.A good modelfor the managemenof departmentatiutiesmay be foundin a department
thatasa matterof policy doesnot requireary first-yearfaculty memberdo teach,andkeepsto a
minimumthe committeeassignmentgor all new faculty.

As a generalpolicy, departmental responsibilitiesfor junior faculty should be minimized,
and particular assignmentscorrelatedwith faculty interests,not gender Whenever possible,
the first two years’ teachingassignmentsshould be light for junior faculty who requireama-
jor time commitment to establishreseach laboratories and programs. When junior faculty
are asked to take on extraordinary committee or teaching responsibilities, they should be
compensatedby reductionselsewhee whenever possible,and their contribution openly ac-
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knowledged. Junior faculty membersshould be consultedabout their departmental respon-
sibilities; they alsoshouldbe ableto decline,whenappropriate, without fear of consequences.

Thereis widespreadoncerrthatjunior facultyarenot consultecon or eveninformedof major
decisions. For example,somejunior faculty reportedlearningof potentialseniorappointments
throughsourcesutsidethe University In onecase graduatestudentsvereinvited to have lunch
with candidate$or aseniorappointmentandwereconsultecabouttheappointmentbut thejunior
faculty wereexcludedfrom thesediscussionsSucha blatantlack of collegiality leadsjunior fac-
ulty to concludethatthey areoutsidersandlik ely to remainso. Someareimpelledto seekappoint-
mentselsavhere; othersconcludethat they would probablydeclinetenureoffers from Harvard.
Junior faculty should not only be informed of major decisions,but whenerer appropriate,
take part in them.

Womenjunior faculty perceve thatin subtleandnot-so-subtlevaysthey functionata distinct
disadwantagecomparedwith their male colleaguesn their departmensimply becauseof their
genderThisisin partrelatedto theinsider/outsidephenomenonThedearthof womenon science
facultiesheremakes departmentatiecisions politics, and attitudesnecessarilynale-dominated.
As outsidersyvomenoftenfeel powerlessandfrustratedn their effortsto attractattentionto issues
they considerimportant.For example,somejunior womenreportthattheir malecolleagueither
show nointerestin or openlydisapprae of researcHields which includea significantnumberof
femaleinvestigators.

Severaljunior faculty who have experiencein departmentsvith morewomenreporta much
more positive atmospherén thosecases.The merepresencef one seniorfemalecolleaguecan
defusemuchof the stressrelatedto outsiderstatus.Onejunior womanremarledthatthe appear
anceof a secondwomanon the faculty not only decreasedher counselingload but alsoled to
a betteratmospheren the departmenbverall. Attitudestoward pregnang, maternitycare,and
child careresponsibilitiesseemespeciallyto improve whena departmenincludesseveralwomen
faculty, including at the seniorlevel. At best,theseissuesare typically ignoredby seniormale
faculty.

We alsoheardthatin somedepartmentshe presencef awomanon the graduateadmissions
committeeseemgo make adifferencan theadmissiorandrecruitmeninto thegraduatgrogram.
Femalecandidatesvho had beenoverlooked were admittedonly after the womaninsistedtheir
foldersbediscussed.

All faculty, men and women, must take responsibility for recruiting more womengradu-
ate studentsand faculty to sciencedepartments.

3.2 FAS Environment

Junior faculty womenexpresseddiscouagementwith the current climatein FAStoward the hir-
ing of more womenfaculty in science Efforts to recruit and to developjunior womenfaculty in
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academicscienceseento lack leadeshipand commitment.

Despitethe recentflurry of actvity surroundinghe VerbaCommitteereportandthe appoint-
mentof anAssociateDeanfor Affirmative Action, junior facultywomenarenotcorvincedthatthe
Harvardfacultywill includesignificantlymorewomenscientistsn thenearfuture. Theperception
is thatdiversifyingthe sciencdacultyis not of the highestpriority.

The junior faculty hiring processdeseres closerscrutiry to be certainthat all departments
understandhe needto complywith boththe spirit andthe letter of our affirmative actionpolicies.
Severalfaculty expressedconcernthat affirmative actionissueswere not alwaystaken seriously
and,in somecasesywereaddressednly afterappointmentlecisionsveremade.Few departments
seemactively to seekto identify womencandidatesrather they tendmerelyto reactto applica-
tions. It alsoappearghat FAS hasnot beenmaintainingcompleteinformation on unsuccessful
offers of junior appointmentsit would be usefulnot only to have thesedata,but alsoto askfor
feedbackrom candidatesvho refusedour offer. We mightlearna greatdealby following up our
appointmenbfferswith thedistribution of a surey or simplequeryto determinevhy a candidate
acceptedr refusedour offer. Among otherthings, this practicewould give the messageo the
largeracademicommunitythatHarvard caresaboultits junior faculty appointments.

Interestandactiity in affirmative actionat Harvard hassuigedfrom time to time, beginning
with the appointmenbf the first Committeeon the Statusof Womenin the Faculty of Arts and
Scienceswo decadesgo. Whathasnot takenplacein the pastandis needecdhow, is a sustained
effort to recruitandretainmorewomenon thefaculty Theappointmenbf the AssociateDeanfor
Affirmative Action offers the opportunityfor nev commitmentand follow-through. The Stand-
ing Committeeon Womenurgesthe Deanof the Faculty to shov strongleadershipn keeping
affirmative actionin theforefrontof the FAS agenddor the 19905.

The junior faculty appointment processshouldberevisedto ensure that eachsearch pro-
cessis reviewed before an offer is extended. The University must take a more active role in
ensuring that sciencedepartments make seriousefforts to attract and retain womenon their
faculties,and must devote resouicesto impr oving the ervironmentfor womenon its faculty.

Therearemary otherstraightforvard stepsthatwe cantake immediately;someinvolve visit-
ing appointmentspthersentail more seriousefforts to identify andtrack the bestyoungwomen
scientists.

The Deans offer to fund appointment®f womenand minority visiting faculty membersde-
senes greaterattentionand responsdrom sciencedepartments.Becausehereare few senior
womenin mary fields, visiting appointmentgprovide oneway of acquaintinggraduatestudents
with successfulvomenin their fields. Departmentaculty shouldmalke efforts to integratevisitors
into the departmentSuchVisiting Professorshipmight be fundedin partthroughthe NSF Visit-
ing Professorshipprogramor in coordinatiorwith the Societyof Fellows or the Bunting Institute.
However, it is crucial thatvisiting appointmentsot be usedprimarily asa way for a department
to testwhethera candidatevould be a suitablepermanenappointmentnor be usedasa substitute
for effortsin appointingwomento thefaculty.
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Departmentshouldalsomake an effort to identify qualifiedwomenwhenappointingvisiting
lecturers.Typically they do not. For example,onesciencedepartmenhashired visitorsto teach
undegraduatecoursesn eachof the lastfour yearsbut noneof thesevisitors hasbeena woman,
althoughthe field includesmary women. We recognizethatit would be unfortunateif women
were considerednly for temporarylectureships.However, this fact doesnot entail their being
overlookedentirelyfor suchpositions.

It is the responsibility of the Dean, through the AssociateDean for Affirmati ve Action,
to be certain that departments make seriousefforts to identify female candidatesfor Visit-
ing Professorshipsand lectureshipsand to encourageaggressvely suchappointmentsin the
future.

Anotherstepwe couldtake is to collectanddiscussat onefaculty meetingeachyearrelevant
dataon the compositionof the Ph.D. pool and the demographic®f this and other comparable
faculties.Variousdatarelatedto mary fields of scienceseemto exist in the handsof professional
societiesacrosshis country It would be usefulto collectthis information systematicallyandto
discusst with the chairmenof specificscienceandmathematicslepartments.

Harvardcouldalsoplay agreateteadershigolein ournationaleffort to recruittalentedvomen
andminoritiesto theranksof junior faculty. For example we couldcollectfrom graduatedeansof
comparablegesearchnstitutionsinformationaboutpromisingwomenandminority graduatestu-
dents,compilethesedata,andredistritutetheinformationto our own departmenthairmenandall
otherparticipatinguniversities.Perhapsiepartment®r individual investigatorsould raisefunds
for postdoctorafellowshipsfor promisingwomenand minoritieswe encounterin our scouting
process.

4 Critical Mass

Achieving critical massby hiring more womenfaculty in the scienceshouldbe a high priority
for the university. We explicitly emphasizehe needfor the universityto setcritical massnotthe
hiring of a few “role models, asits goal. This goal will only be satisfiedwhenthe numberof
womenin adepartmentis sufficientfor studentgo perceve it asquite normalfor womento bein
the field andwhenthe idiosyncrasie®f individual womenfaculty matterno morethanthoseof
individual malefaculty In mary casedo achieve this goalthe climatein somedepartmentsvill
needto changeto overcomeproblemsdiscussectlsavherein this report. Womenstudentsand
facultywill nothave equalopportunitiesor participationin the scienceauntil sucha critical mass
is achieved.

A large numberof the womengraduatestudentswe intervieved had the impressionthat it
was virtually impossibleto combinean academigositionin the sciencesat a leadingresearch
university with marriageandchildren. All pointedto the lack of examplesof womenat Harvard
who are successfullycombiningresearchwith childrearing. Many graduatestudentsgespecially
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in the mathematicabnd physicalsciencesalso said that they had decidedto pursueindustrial
ratherthan academiccareers becausdhey perceved industry as more flexible with respectto
working hoursandchild carearrangementswWhetheror not this perceptions true, it is clearthat
the pipelineof qualifiedwomeninterestedn acceptingaculty positionsis drying up in graduate
school.To successfullyattractthesewomen,Harvard will have to respondo theissuediscussed
in Section6.

5 Harassment

TheFacultyof Arts andSciencefasestablishe@policy on sexualharassmerdndunprofessional
conduct,establishegroceduredgor the resolutionof complaints,andidentifiedinvestigatve offi-
cersfor sexual harassmentor undegraduatestudentsgraduatestudentsfaculty, andstaf. As
aresult,overt sexism is lesspenasive thanpreviously. Even so, the Committeein its meetings
with womenin the sciencedepartmentfound several egregiousinstancef harassmeninclud-
ing sexual harassmerdandgenderspecificacademidharassmenimprovementsarestill neededn
thewaysin which grievancesaretreatedjn particularin providing womengraduatestudentawith
moresupportn bringinggrievancedorwardandpursuingasatistctorysolution(seeSection2.1).
Furthermoreattentionneedgo be paidto the problemof genderdiscriminationin the classroom
(seeSection2.1).

Subtleforms of harassmenare morelikely to arisein departmentsn which the numbersof
womenare small. In suchcaseswomenmay be treatedas outsiders. In addition, the negative
attitudeof mary faculty toward family commitmentsreategarticularproblemsfor women.The
solutionto the problemsthatresultlies in creatinganervironmentin whichit is understoodhata
multiplicity of stylesareequallyvalid andshouldbeaccommodated.

6 Family Issues

A varietyof family-relatedssuesvereraisedn ourdiscussionsvith womengraduatestudentsand
junior faculty. Chiefamongthesewasthe problemof combininganactive academicareerwhere
long hoursareoftennecessargr expectedwith the bearingandraisingof children. The specific
concerngyenerallyfell into threemajor areaswhich arediscussedelown: child care,pregnany
andmaternityleave, anddepartmenscheduling.

6.1 Child Care

Both graduatestudentsandfaculty pointedto the pressingneedfor affordableandflexible child
carein the Bostonarea. This seemdo be one of the mostcritical factorsin the recruitmentand
retentionof womenat Harvard. Becausehild careis increasinglyanissuethatalsoaffectsmenin
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the University community ary stepsthataretakento improve the child caresituationat Harvard
will have a positive impacton all recruitmentefforts. The Committeerecognizeshe enormous
costsassociateavith increasinghe University’s commitmento providing child careoptionsto its
faculty staf, andstudents.Nonethelesswe believe that guaranteeinghild careat a reasonable
costshouldbe a high priority for the University andwould improve Harvard’s ability to recruit
womenandmenatall levels.

Harvard currently subsidizeghe operationof eightchild carecenterghatare opento faculty,
staf, andthe Cambridgecommunity;despitethe University subsidy monthly ratesfor full-time
carearestill in the$600-900range andsomeof the centergequireparentainvolvemenibf several
hoursa week. As aresultof this high cost,very few graduatestudentsor junior faculty cantake
adwantageof Harvard child care. Until recently the extremelylimited spacen thesecentersalso
presentech problem;it is likely that shouldthe centersbecomemore affordabletherewill again
be a problemwith insufficientspace.

We strongly recommendthat Harvard find waysto increasethe availability of child care
and to lower its cost. As examples,we cite two local businesseshat have developedwhat ap-
pearto be outstandingchild careoptionsfor childrenof their employees: Stride Rite and Lotus
DevelopmentCorporation.Stride Rite hasbeenoffering on-sitechild careto its employeessince
1971andnow operateseveral centers.The mostinnovative of theseis anintergenerationatiay-
carecenterthat providescarefor childrenandeldersin the samefacility. All of the StrideRite
centersarepartnershipbetweersstrideRite, local governmentagenciesandtheparentsandchild
carefeesarebasedon the employee’s salary(approximatelyl4% of grossincome,comparedo
feesat Harvard's centersthat currently canreachapproximately28% of grossincomefor an as-
sistantprofessomwith aninfantin child care). Stride Rite hasalsoestablishedh partnershipwith
WheelockCollege to sene asa teacheitraining andresearctsite for studentsandfaculty. Lotus
DevelopmentCorporationrecentlyopeneda child carecenterto serne childrenof its employees;
for thoseemployeeswith annualincomesof lessthan$50,000,Lotus picks up an averageof one
third of the costof child careat the center In addition, Lotus payspatrtial expensesncurredby
parentswho useotherchild careoptions. Otherareabusinessesave recognizedhe enormous
lossof employeeproductvity associatedavith child carecrisesandhave begunproviding in-home
emegeny daycareasa corporatebenefit;an exampleof anorganizationproviding this serviceis
Parentsin aPinch,Inc., which offersa corporateservicegprogramto Boston-are@&mployers.

We urgethe University to work with the Office of Human Resourcesto develop new child
care optionsfor faculty and students;suchoptions could include the following:

e Guaranteein@ certainpercentagef the spacedo junior faculty and graduatestudentoff-
spring

e Creatinga sliding fee scaleto help graduatestudentsand junior faculty afford University
child care

e Creatingmorechild carespace®n campus
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e Providing voucherdo parentsvho chooseo useotherchild careoptions
e Providing salarysubsidiego junior faculty (analogougo thoseprovidedfor mortgages)

e Providing severaldaysperyearof emegeng daycareasafaculty benefit(e.g. eitheratthe
UniversityHealthServicesr througha privateageng)

Many faculty currentlymake useof the Flexible Spendingoenefitsoptionto help defraychild
carecosts;the child carebill currentlybeforethe U.S. Congressnay well eliminatethis option,
however. We urge the University to actto revise the available benefitspackagedo offsetthe fi-
nancialeffectsthat this actionwould have on junior faculty, aswell asto explore other benefits
packageshatwould make child caremoreaffordablefor thosein the University community We
wishto stressagainthatavailability andaffordability of child carearecritical issuesn therecruit-
mentandretentionof junior facultyandwill surelyplay arolein Universityeffortsto increasehe
numberof womenfacultyin thesciences.

6.2 Pregnancyand Parental Leave

Theissuesof pregnany andparentalleave affect both graduatestudentsandfaculty. Womenat
bothlevelsexpressedtoncernthatthey areperceved aslessseriousabouttheir careerghantheir
malecolleaguesf they chooseto have children. Many womenat both levels statedthatthey had
deliberatelypostponecthildbearingjn partasaresultof this perception.

Graduatestudentsnvolvedwith laboratorybenchwork have particularconcernsaboutphysical
andchemicalhazardsiuringpregnang, andaboutthe possibilitythatthey mightbeaskedby their
advisorsto stayout of the lab during pregnany asa resultof thesepotentialhazards.Students
in areaghatinvolve fieldwork werealsoconcernedboutbeingexcludedfrom particularresearch
groupsasa resultof pregnangy. Harvard shoulddevelop a clearcut funding policy for students
who forgo laboratoryor field researchduring pregnang. Thereshouldalso be additionaltime
addedo thethesisclock for studentsvho becomepregnantor take time off for earlychildrearing
while here.

Recentproposaldor changingthe maternityandparentaleave policy will be a welcomeim-
provementfor junior faculty We particularly applaudthe flexibility of the new policy, which
permitsa choiceamongeight weeksof paid disability leave, one semestepf paid full teaching
relief, or two semestersf paid half-timeteachingrelief following the birth or adoptionof a child.
We further supportthe policy grantingjunior faculty membersvho areprimary cargyiversan ap-
pointmentextensionof up to oneyearperchild (two yearsmaximum)if they wish to make useof
it. Thisis asignificantimprovementover theold policy thatgrantedsuchextensionsonly to those
who hadtakenanunpaidleave for childrearingpurposesin generalunpaidleave is notanoption
for junior faculty dealingwith the high costof living in the Bostonarea.

We applaudthe Universityfor makingthesechangesn policy, andencourageearchcommit-
teesandfaculty chairsto make information on thesepolicies availableto all prospectie faculty
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memberssa matterof routine. We believe thatawell-publicizedmaternityandparentaleave pol-
icy will greatlyenhancédarvard'sability to recruitbothwomenandmento thefaculty, particularly
atthejunior level.

6.3 Department Scheduling

An additionalissuethat was raisedby womenwith childrenwas a tendeng at both the depart-
mentaland University levels to scheduleseminars,colloquia, and faculty meetingsduring late
afternoonor eveninghours. For parentswith small childrenin daycareor school,attendancet
theseeventsis extremelydifficult andoftenimpossible.This hasthe potentialof severelylimiting
the professionatlevelopmentof women,cuttingthemoff from contactwith visiting spealersand
from the political life of the University. It alsoaffectsthosemalefaculty memberswvho sharein
child care.

Although we recognizethat the schedulingof classesnay leave few alternatves,we recom-
mendthatdepartmentbe moresensitve to this issue,recognizehat mary faculty membersow
live with personatonstraintghatnecessarilyimit their hoursof availability to the University, and
try to developalternatves.

7 Recommendations

Someproblemsentailedby admittinga more diversepopulationto the faculty are not amenable
to directadministratve action. They requirethe facultyindividually andcorporatelyto reconsider
its expectationdor graduatestudentsand colleaguesandthe demandglaceduponthem. How-
ever, a numberof specificchangesat both the departmenandthe FAS level would significantly
improve the ervironmentfor womenin the sciencesat Harvard. Responsibilityfor someof these
changesestswith the Deanof FAS or the Deanof GSAS,but accountabilityfor othersrestswith
departmentsr individual faculty.

Becausedhe focusof our committeethis yearhasbeenon womenin the sciencespur recom-
mendationsarecastspecificallyin termsof this population.However, mary of the proposalwill
positively affect not only womenin the sciencesput graduatestudentsand faculty more gener
ally: menaswell aswomenon the faculty, seniorwomenaswell asjunior women,malegraduate
studentsaswell asfemalegraduatestudents.Several of the recommendationarerelevantto the
humanitiesandsocialsciencesaswell. Many, eitherdirectly or indirectly, will yield changeghat
arebeneficialfor undegraduatestudentsAlthoughin implementingsomerecommendationson-
siderationof the broademopulationto which they apply may be useful,it is neverthelessrucial
thatthe specialneedsof womenscientistsnot belost.
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7.1 Actions at the FAS Level

Oversight and Assignmentof Responsibility for Genderrelated Problems:

The Dean of FAS should, either throughadditional high-level appointmentsor by assigning
responsibilityto existing offices, ensurethat the following functionsare carriedout andthatthe
identity of theindividualsresponsibldor eachis widely publicizedin the universitycommunity!

1. educatalepartmentaboutgenderdiscrimination;

2. provide informationfor studentsandfaculty who encountermgenderdiscriminationof ary
kind;

3. monitorthe ervironmentfor andstatusof womenin the sciencedepartments;

4. supportdepartmentsn providing settingsand eventswithin the departmenthatwill help
overcomethe isolationof women;the Deanshouldmake fundsavailableto encouragdac-
ulty participationin establishingsuchsettingsandevents.

TheDeanof GSASshould eitherthroughmakingadditionalappointmentspr by assigningespon-
sibility to existing offices,ensurethatthe following functionsarecarriedout andthatthe identity
of theindividualsresponsibldor eachis widely publicizedin the university community:

1. provideanadviserseparatérom theadjudicatiorprocessto assistary graduatestudeniwho
encountergenderdiscriminationin decidinghow to proceedand negotiating the ensuing
process;

2. organizeeventsatwhich graduatestudentvomenwho areisolatedin theirdepartmentdabs,
or researctyroupscanmeeteachotherandshareproblems approachesandsolutions?

Training of TeachingFellows: GSASthroughthe departmentsshouldrequirethatall teach-
ing fellowsin sciencecoursegarticipatan DanforthCentertrainingprogramdor teachingellows
thatincludeaworkshopon gendeiissuesn theclassroon®. In particular thetypically smallnum-
bersof womenin sciencecoursesand prevailing societal/culturahormswith respecto women

1Somememberof the Committeebelieved that thesefunctionscould bestbe realizedby the appointmenbf an
omhudspersonMany graduatestudentsandjunior facultythoughtit wasessentiato have a singlepersonoutsidethe
departmenstructureto whomthey couldturn for advice. Although the Committeedid not agreeon this approachit
did agreethatthe presensystemis not sufficient. We alsoagreedhatthetitle of “ombudspersonivaslessimportant
thanhaving amandatdor conflict resolutionandeducation.

2TheDeanof StudentAffairsin GSASsponsoredeveralsuchmeetingsn 1989-90.However, it is importanthere,
aselsavhere thatspecialattentionbe paidto the problemsof womenin science.

3The Committeerecognizeghat the Danforth Centerhascreatedraining programsandis attemptingto provide
themto all teachingfellows. We supportthis effort andbelieve it is essentiathat a workshopon genderissuesbe
includedin ary teacheitraining programs.Furthermorethe Committeeemphasizethe needfor specialattentionto
be paidto sciencecoursesandto the problemsof encouragingand not discouragingvomenin pursuingscientific
studies.
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in sciencemustbe takeninto accountin developingthesecourses.A refreshercourseshouldbe
requiredfor teachingfellows who have not participatedwithin the precedinghreeyears.

Maternity and Parental Leave: GSASshouldprovideaclearpolicy for maternityandparental
leave for graduatestudentsaandpublicizeit. The FAS statemenbn Maternity, Parental,andPer
sonalLeave Policiesfor faculty providesagoodmodel.

Safety: GSASshouldcoordinatewith the Parking Office to provide free parkingat nightin lots
ascloseaspossibleto labs(but not usingnamedparkingspacesjor ary studentwho hasa safety
concern.This parkingcould beregulatedby requiringregistrationwith the parkingoffice.

Child Care: FASshoulddevelopaplanto provide child caresubsidiegor faculty A varietyof
optionsshouldbe investigatedjncluding additionalon-campushild careandvouchersfor child
careelsavhere.

7.2 Actions at the Departmental Level

Many of the following recommendationare, as notedabove, not genderspecific. However, as
discussedn the body of the report,isolationaswell aslack of institutionalandcollegial support
aretypically moredetrimentalto womenthanmenandhencetheserecommendationare crucial
to retainingandencouragingvomenspecifically

7.2.1 Junior Faculty
Appointments: TheDeanof FASshouldensurehat

1. atthe beginning of a searchdepartmentprovide a list of actities they will undertale to
identify andrecruitwomencandidatesthe Deanfor Affirmative Action shouldreview these
lists, and could provide departmentsvith suggestionshat have proved usefulin previous
yearsor for otherdepartments;

2. beforeary candidateareinvitedfor interviewsor thedepartmenttherwisenarrovsthefield
to a smallgroup,the shortlist andthe dossiersof the top womencandidatesot on the list
arereviewedby the Deanfor Affirmative Action to insurethatefforts have beenundertalen
to identify andseriouslyconsiderstrongwomencandidates;

3. beforeanoffer is made thedossierof thetop womencandidatesrebroughtforwardanda
substantre discussiomprovided of why the departmenprefersanothercandidate.

Departmentchairs (not administratorshouldbe responsibldor ensuringthat the following
policiespertain:

Appointments: Recordsarekeptof all junior appointmensearcheshatincludeinformation
aboutgenderandsubfieldsothatdepartmentsanidentify trendsacrossappointments.
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Career Advice: Provide anindividual or small committeeof seniorfaculty to adviseeach
junior faculty memberon professionatlevelopmentjncluding scientific,careeranddepartmental
issues.Theseseniorfaculty shouldalsorefer professionalnvitationsandconsultingopportunities
to thejunior faculty andaid in their learningtheropesof proposahriting andgrantsmanship.

Departmental resources: Allocate resources— including laboratoryspace secretariasup-
port,andcomputationasupport— for junior facultysothatthey canbeproductive asscholarsand
memberof thedepartmentResourceshouldbeequitablydistributedandmonitoredfor changing
circumstancesThis responsibilitypertainsvhenrecruitingandnegotiatingnewn contractsaswell
asfor memberf the currentfaculty.

Teachingresponsibilities: New junior faculty who requirea major time commitmentto es-
tablishresearcHaboratoriesand programsshouldbe relieved of teachingresponsibilitiedn their
first year(except,possibly seminarsn their areaof researchyothatthey cangetlabssetup and
researchundervay.

Committees and other non-teaching responsibilities: In general,in assigningcommittee
and other departmentatesponsibilitiesjunior faculty shouldbe asked to do less,not more, for
the departmentndthe University. Juniorfaculty shouldnot be asked to chairany burdensome
committees.

Departmental decision-makingand information dissemination: Juniorfacultyarecolleagues.
To the greatesextent possible they shouldbe includedin departmentatiecisionmaking,should
beadvisedof decisionghataremadeaboutnew seniorappointmentsandshouldbekeptinformed
of decisiongn whichthey maynot participate.

7.2.2 Graduate Students

Graduate admissions: TheDeanof GSASshouldinstituteprocedureshatensurethatthefolders
of womenapplicantsare considereccarefully Suchprocedureshouldinclude GSASreceving

thefull foldersof the top twenty percentof the womencandidatesvho arenot offeredadmission
andsupportalongwith a substantre discussiorof why they arebeingdenied.
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Thedirectorof graduatestudiesor thedepartmenthair shouldberesponsibldor ensuringhe
following:

Graduate admissions: Instituting procedureghat insurethat the folders of womenare con-
sideredcarefully. Work with GSASto developstrategiesfor increasingheyield of womenoffered
admission.

Integration Activities: Provide actiities that encouragenteractionsamongstudentsacross
laboratoriesandsubareagandthatintegratenew studentsnto departmentsDepartmentolloquia
canhelp, but arenot sufficient; they aremoreusefulif graduatestudentsshooseandhostsomeof
thespealers.

Graduate Student Organizations: Encouragehe developmenif graduatestudentorganiza-
tionsandtheir participationin recruiting,integrating,andadvisingnew graduatestudents.

Information dissemination: Disseminaténformationaboutfunding, conferencesandother
actiities importantfor professionatlevelopmentie.g. provide a departmenhandbookthis could
beorganizedby the graduatestudents.

Communication with faculty: Provide mechanismgor graduatestudentsto communicate
their needsandconcernsasa groupwith the faculty; e.g. representatiesof the graduatestudent
organizationrmeetwith the departmenthairor attendgraduatecommitteemeetings.

Record of progress:Eachgraduatestudentparticipatesn anevaluationof his or herprogress
on aregularbasisatleastoncea yearandawritten recordof this evaluationshouldbe maintained
in the students folder. Many stratgiesmight be adopted.For example,graduatestudentscould
provide brief written reportson their actiities during the year andthe researclcommitteeadd
written commenton progresdasedn thesereports.
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A

10.

11.

12.

Questionsfor Graduate Studentand
Junior Faculty Meetings

Questionsfor Meetingswith Graduate Students

. How did you selectyour adviser?Did you know with whomyou wantedto work beforeyou

arrived?Are you working with thatperson”Did anyonediscourageyou from working with
ary facultymemberaWhy?

. Do you believe thatyou areableto participateasfully in seminars|ab discussionsetc.,as

your malecolleagues?

. If relevantto yourfield: Do youbelievethatyou have hadequalopportunitiego dofieldwork

asyour malecolleagues™ not, whataresomeof thereasongor thedifferences?

. Do youwork in thelab at night? Doesthis raiseary safetyconcerndor you?

. Istheremuchinformalinteractionamongstudentsn your departmentAmongstudentsand

faculty?With whomdo you discussroadblocks”you runinto in your research?

. Have you beenencouragedb presenpapersat relevantmeetinggo the sameextentasyour

malecolleagues™ow mary papershave you presented?

. How often do you getinvited to join a lunch or dinnerfor a colloquiumspealer or other

visitor to thedepartment?

. Doesyour adviserever askyouto review paperdor him/her?

. Whatproportionof yourfinancialsupportcomesrom teaching?esearchyour own funds?

Do you believe your situationwith respecto financialsupportdiffers significantlyfrom the
departmentadverage?

Have you ever experiencedary behaior in your departmenbr at Harvard in generalthat
you would considersexual harassmenfe.g. unwantedsexual attention)?Wasthe situation
resohedsatishctorily? Wasthe processatisactory?

Have you ever experiencedary behaior in your departmenbr at Harvard in generalthat
youwould consideremotionalor academitarassmer(e.g. discouragingommentsunrea-
sonablegrades)Vasthe situationresolved satisactorily?

Do you seeyourselfgoing on in an academicor industry careerrelatedto your field of
graduatestudies?df no,why not?Is therearnything thatwould specificallyencourageou to
stayin yourfield? If you areconsideringonly industry whatwould have to happerfor you
to consideracademia?
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13.

14.

15.

16.

17.

18.

19.

20.

How mary yearsdid you expectto devote to the Ph.D.degreewhenyou enteredHanard?
Whatis your currentassessmertf thetime it will take to completethe degree? Whatdo
youthink your adviserexpects?

If you are nearingcompletionof your degree: Has your advisorhelpedyou to locatejob
opportunitiesandactively supported/ouin yourjob search?

Would you encouragex femalecolleagueat anotherinstitutionto cometo Harvard? Why?
A malecolleagueVhatdo you think it would take to corvince her (him) to come?

Do you believe that your experiencesn your departmentave beensignificantly different
from thoseof your malecolleagues™ so,in whatways?

What specificsuggestionslo you have that would improve the quality of life for women
studentsn your department?

Whendid you decideto becomea scientistAWhatinfluenceahis decision?Did your family
playarole in your decision?

How did you chooseyour undegraduatemajor? Did you experienceary difficulties being
a womenconcentratoiin a scientificfield? Did anyone encourageyou to be a scientist?
Discourageyou?Did you doresearch®eretheremary womenin your courses?

Do you ever meetwith theundegraduateconcentratoré your department?

Severalquestiongelatedto family mattersareonthenext pages.They have beenseparatedo
thatthosewho arewilling to do somayturnin written answergo thematthe meeting.
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QuestionsRegarding Family Issues

Part A of this questionnairés for graduatestudentavho have children,or expectto soon;Part B
is for thosewho do not.

Part A. For thosewho have children:

I. Do youthink thatyour advisorandotherfaculty approve of your having children?
2. How doyou provide for carefor your childrenwhenyou areworking?

3. Are you satisfiedwith the costandquality of childcareavailable?

4. Do youthink thathaving childrenis moreof a burdenfor womencomparedo menin an
academiernvironment?

5. Wereyou at Harvardwhenyour childrenwereborn?JYesINo

Did you take a maternityleave I YesINO

6. How do you think beinga motherwill affectyour careeropportunitiesn thefuture?Please
stateyour careergoalsandthe factorsthatwentinto settingthosegoals.

7. Pleasecommenton thefollowing alternatvesfor facultywith children.Specifically state
whetherthe availability of arny of the optionswould increasehe probability thatyou would
accepfafaculty position. Pleasexplain the basisof your answerandcommentasto whether
theseoptionsshouldbe availablefor bothmenandwomenwith children?

(a) Reducedeaching/advisingpadfor parentswith preschoothildren.

(b) Optionalextensionof the Assistantand/orAssociateProfessoappointmentgor 1-2 yearsfor
parentsj.e. deferralof thetenuredecision.

(c) Increasan the durationof maternityleave for new parents(Pleasestatea desirabldengthof
time andcommentasto whethermresearchwould be carriedon duringthesetimes.)

(d) University childcareavailableto all facultymembers.

8. Commenton areaghatthe Universitycanbecomanvolvedin to improve the quality of life for
womenwith children.

Part B. For thosewho do not have children:
1. Pleasecommenion thefactorsthatyou think areimportantwhenconsideringchild bearing.
2. Have you madea decisionnot to have childrenbasedn careerconsiderationg?YesINo

3. If yes,have you decidedneverto have childrenor areyou deferringchild-bearinguntil amore
opportungime.ONeverdDeferringfor ____years.

4. Pleaseoutlinethe primary considerationgn your decision.
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A.2

1.

10.

11.

Questionsfor Meetingswith Junior Faculty

How muchdo you interactwith seniorfacultyin your departmentary scientificcollabora-
tion? informal discussions?)®o you believe thatyour opinionsare soughtandvaluedby
your malefaculty colleagues?Do you believe that your researchs respectedvithin your
department?

Have you beenassuccessfuasyou think you shouldbein recruitinggraduatestudentsand
(if relevantin yourfield) postdoctorafellowsinto yourresearctprograms thedistribution
of menandwomenin your researchgroupthe sameasthatfor your male colleagues?Do
you think your genderaffectsthe decisionsof graduatestudentsor postdocsaboutjoining
theresearctyroup?

Are you satisfiedwith the level of researcHfunding you have beenableto obtain? From
whomdo you getadviceaboutstratgiesfor obtainingfundingandsourcesf funding?Do
you think you getasmary leadsor contactsaasyour malecolleagues?

. If you needadviceaboutwhereto publish,from whomdo you getit?

. How mary conferencedave you attendecthis year (or a typical yearas a junior faculty

member)4s this moreor fewer thanyour (male)colleagues?

. Whatis your teachingoad (numberof coursesandcoursesize)?How doesit comparewith

theloadfor otherfacultyin your departmentMow aredecisionanadeaboutwhich courses
youteach?

. Isyourcommittedoador participationin departmentatiecisiondifferentfrom thatof your

malecolleaguesould you like to bemoreor lessinvolvedin departmentaffairs?

. What percentagef your time do you estimateis spentcounselingstudents(e.g. giving

personahdvice handlingcrises giving academi@dviceto studentsvho arenotyourown)?
Do you spendmoretime onthis sortof activity thanyour (male)colleagues?® so,arethere
specificproblemsthat you are repeatedlyasled to addressy the students?If yes, what
might bedoneto changehis?ls it a problemfor you?

. Do you believe thatyour departmenhasmadean honesteffort to identify andattractquali-

fiedwomencandidategor faculty positions?

If youwereofferedtenureat Harvard, would you belik ely to stayhere?If so,why? If not,
why not? Pleasebe asspecificaspossible.

Would you encourage femalecolleagueat anotherinstitutionto cometo Harvard? Why?
A malecolleague?Vhatdo you think it would take to corvince her (him) to come?
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12.

13.

14.

15.

16.

If you have sened on the faculty at any otherinstitution beforecomingto Harvard, please
commenton your perceptionf how womenwere acceptedn your departmenthereas
comparedo here.

If you have hada child while at Harvard, what arrangementslid you make for maternity
leave?How difficult wasit to make them?Werethey satisfictoryto you andto your depart-
ment?Wereyour malecolleaguesinderstandingf the extrademand®n you time?

[N.B. Additional questiongelatedto family mattersareon the next page. They have been
separatedothatthosewho arewilling to do somayturnin written answerdo thematthe
lunch.]

If youbelievethereis ary attitudeof gendediscriminationat Harvard,eitherovertor subtle,
pleasedescribesomespecificinstances.

Wasyour experienceasa graduatestudentor postdoctorafellow differentfrom thatof your
malecolleaguegat thetime)?Did you getasmuchencouragemergsthey did to pursuean
academicareer?As muchassistance finding a position?

What (or who) hasbeenof mosthelpto you in pursuinganacademiandscientificcareer?
Whatrole hasyour family playedin your careerchoice?
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QuestionsRegarding Family Issues

Part |. For thosewho have children:

1. Do you think thatyour colleaguespprove of your having children?Do you think womenwith
childrenarevieweddifferentlythantheir maleanalogs?

2. How doyou provide for carefor your childrenwhenyou areworking?

3. Are you satisfiedwith the costandquality of childcareavailable?

4. Do you think thathaving childrenis moreof a burdenfor womenversusmenin anacademic
ervironment?

5. Wereyou atHarvardwhenyour childrenwereborn?Did you take a maternityleave?

6. Pleasecommenton thefollowing alternatvesfor facultywith children. Specifically state
whetheryouwould ocnsiderexercisingary of theseoptionsandexplain the basisof your answer
Shouldtheseoptionsbe availablefor bothmenandwomenwith children?

(a) Reducedeaching/advisingpadfor parentswith preschool-agedhildren.
(b)Extensiorof the Assistantand/orAssociateProfessoappointmentor 1-2 yearsfor parents.

(c) Increasan thedurationof maternityleave for new parents(Pleasestatea desirabldengthof
time andcommentasto whethermresearchwould be carriedon duringthesetimes.)

(d) University childcareavailableto all facultymembers.

Commenton areaghatthe University canbecomeanvolvedin to improve the quality of life for
womenwith children.

Part Il. For thosewho do not have children:

Pleasecommenton thefactorsthatyou think areimportantwhenconsideringchild bearing.
1. Have you madeadecisionnotto have childrenbasedn careerconsiderationg?YesINo

2. If yes,have you decidedneverto have childrenor areyou deferringchild-bearinguntil amore
opportungime.ONeverdDeferringfor ____years.

3. Pleasenutlinethe primary considerations your decision.
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B Graduate Enrollmentsin ScienceDepartments

Department M F Traveling Scholars
DAS 108 27 0
Astronomy 17 5 0
BiochemistryandMol. Bio. 45 28 0
CDB 22 20 0
OEB 41 21 6
Biophysics 33 3 0
ChemicalPhysics 4 0 0
Chemistry 143 32 1
EarthandPlan. Sci. 28 8 1
Mathematics 53 7 0
Physics 112 15 11
Statistics 13 2 0
TOTAL 619 168 19

Tablel: GSAS:RgjisteredStudentsn the NaturalSciencesNovemberl1990
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Department MeanYears Median Range #PhDs

M F M F M F hspace.25inM F
DAS 5.365 5.875 5.0 6.0 2-11 4-8 hspace.25ih78 24
Astronomy 5400 5500 6.0 6.0 2-8 3-7 hspace.25in35 4
BiochemistryandMol. Bio. 6.810 6.900 7.0 7.0 5-10 5-11lhspace.25in58 20
CDB 6.500 6.955 6.5 7.0 4-10 4-1llhspace.25id0 22
OEB 6.346 6.074 6.0 6.0 3-10 4-10hspace.25in52 27
Biology 6.538 6.111 7.0 6.0 4-8 5-8 hspace.25in13 9
Biophysics 6.750 6.818 7.0 7.0 2-10 5-9 hspace.25in32 11
ChemicalPhysics 6.931 7.000 7.0 7.0 4-10 5-9 hspace.25ii29 8
Chemistry 5819 6.043 6.0 6.0 1-14 4-8 hspace.25ih71 23
EarthandPlan. Sci. 6.040 5.667 6.0 6.0 4-11 5-6 hspace.25ii25 6
Geology 6.381 6.111 6.0 6.0 4-10 5-7 hspace.25ii21 9
Mathematics 4869 5500 5.0 55 1-12 4-7 hspace.25in84 4
Physics 5.644 5.077 5.0 50 2-12 4-8 hspace.25ii46 13
Statistics 5.824 6.200 5.0 7.0 3-11 4-9 hspace.25inl7 5

Table2: GSAS:Yearsto Completethe Ph.D.in ScienceDepartments1981-1990
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Female Female % Male Male %

Department Students  Pop. WD WD/P Pop. WD WD/P

DAS 286 46 4 8.70% 240 17 7.08%
Astronomy 40 5 1 20.00% 35 2 571%
Biochemistry 96 31 5 16.13% 65 6 9.23%
Biophysics 57 11 0 0.00% 46 4 8.70%
Biology/CDB 98 46 1 217% 52 2 3.85%
Biology/OEB 105 33 1 3.03% 72 2 2.78%
Chemistry 276 48 7 1458% 228 23 10.09%
EPS 69 13 2 1538% 56 3 5.36%
Mathematics 104 8 4 50.00% 96 6 6.25%
Physics 235 22 0 0.00% 213 12 5.63%
Statistics 38 7 1 1429% 31 1 3.23%
TOTAL 1404 270 26 9.63% 1134 78 6.88%
Anthropology 181 79 7 8.86% 102 8 7.84%
Psychology 105 58 15 25.86% 47 12 25.53%

Table3: GSAS:Withdrawal by GendeyNaturalSciences]1985-86through1989-90
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Biological Sciences

Year Men Women
1990 50% 45%
1989 38% 22%
1988 41% 52%
1987 57% 31%
Physical Sciences
Year Men Women
1990 49% 46%
1989 46% 39%
1988 50% 47%
1987 55% 33%

Table4: GSAS:Yieldsfor ScienceDepartmentsn Aggregate1987-90
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Table5: GSAS:Yieldsfor Men andWomenGrantedAdmissionto Ph.D.Programsn the Natural
Sciences
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