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Preface

Part of the lore that harmonizes an image
of the United States as an open, demo-
cratic society with the realities of sharp

and durable hierarchies of wealth and power
is the notion that elite universities facilitate
upward mobility. This idea rests on a belief
that those institutions have a paramount mis-
sion to pursue knowledge and that that mis-
sion impels them toward valuing openness of
inquiry, as well as recognizing and cultivating
merit wherever it may exist. In the more
breathless expression of this narrative, elite
colleges and universities stand above, indeed
provide a refuge from, the society’s class and
other asymmetries. In a less romantic key,
they recruit new members to an elite defined
by merit. 

This perspective on the role of Ivy and
other elite institutions of higher education is
of fairly recent provenance. Before World
War II they were by and large and
unabashedly preserves for the children of the
upper classes; pedigree mattered far more
than anything else. Under pressure of democ-
ratizing forces unleashed by extramural social
movements and upheaval, these institutions
increasingly came to accept the broader view
of their mission and were led increasingly to
act on the implications of that view. To their
credit, most of these colleges and universities
have made significant strides toward opening
access for faculty and students from other
populations, though, as this report shows,
there are reasons to be concerned about both
the pace and the trajectory of this trend.

As the prevailing discourses in national
politics move steadily rightward, there is a

real danger that these universities could be
drawn with it and abjure their commitments
to diversity. Lawrence Summers’s combative
tenure as Harvard’s president has certainly
underscored this possibility.

In this environment, it is important for us
to be clear of the difference between the self-
congratulatory image of these universities’
lofty role and commitments and to recall that
they are also corporations, fund-raising
machines, and agencies for the reproduction
of class privilege. In no area in the last three
decades has this other face of elite colleges
and universities been more clearly exposed
than in their labor relations. Yale has been
among the worst, the most aggressive, but
hardly the only institution that, in response
to employees’ attempts to assert their own
voices and concerns in the university’s opera-
tions, has traded the high-toned patter of
openness and reasoned discussion for the
equivalent of the Wal-Mart labor relations
manual. 

This approach absolutely contradicts any
serious commitment to diversity. As this
report suggests, the effort to preserve and
expand the strides that have been made in
the broadening the pools of faculty and stu-
dents, as well as disciplinary perspectives, at
those institutions cannot be separated from
the struggle to extend effective voice and
opportunity to all the workers who partici-
pate in making them what they are.

Adolph Reed, Jr.
Professor, Political Science Department
University of Pennsylvania  
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The nation’s elite universities, particular-
ly the schools of the Ivy League, are
the most powerful symbols of educa-

tional opportunity. The American public has
provided significant support for these univer-
sities through public funding, tax exemptions,
and other forms of financial backing. Access
to an Ivy League education represents both
affirmation of exceptional academic success
and an open door to nearly unlimited possi-
bilities.  However, the Ivy League has
remained significantly closed to all but a few,
based not only on ability but also on race,
sex, and class.

The report shows:
• The workforces of Ivy League universities

are starkly stratified by race and gender.  
• As the Ivy League schools have increased

the number of faculty over the past ten
years, the proportion of black and Hispanic
faculty has remained low. From 1993 to
2003, the number of tenure track black and
Hispanic faculty inched up from 5% to 6%.
Tenured black and Hispanic faculty
increased slightly, from 3% to 4%.

• Women and people of color are less likely
to get hired into the higher-ranking, more
secure academic positions.  In 2003, Black
and Hispanic PhDs were 4 times more like-
ly to end up in non-tenure positions as in
tenure track positions.  Women were 3.4
times more likely to get the non-tenure
positions.  White PhDs were only 2.5 and
men only 2.6 times more likely to land in
the non-tenure positions.

•  Across the Ivy League, women assistant
professors make on average only 91% of
what their male colleagues make. Women
faculty, when non-ladder positions are
included, make only 77% of their male col-
leagues’ salaries.

• Ivy League schools admit a smaller portion
of underrepresented minority students than
the national average.  In 2001, blacks and
Hispanics comprised 14.2% of graduate
students nationwide, but only 6.8% of
graduate students at Ivy League schools.

The report offers two key solutions: 
• Unionization among university workers,

both by improving economic terms and by
enhancing rights and job security, makes an
academic career a more viable option for
those who are less economically privileged.
Through collective bargaining, unions have
specifically addressed pay inequities, fair
hiring provisions and countered discrimina-
tory practices.

• Groundbreaking legislation in Connecticut
is being considered to allow prospective
college students and their parents to know
whether their future teachers, especially
people of color and women, are in perma-
nent faculty positions or in non-ladder tran-
sient positions.

The (Un)Changing Face of the Ivy League
Executive Summary
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In the United States and abroad, generations
have dreamed of access to American uni-
versities, putting their faith in the power of

education to transform individuals, families,
and communities.  In 1903 W.E.B. DuBois
wrote, “Education and work are the levers to
uplift a people,”1 and countless Americans
have shared his view of education as the great
equalizer, a force to broaden opportunity, to
reduce inequality, to level the playing field. A
cornerstone of the American Dream has been
the belief that education should be a ladder to
greater opportunity for members of poor, mar-
ginalized, and disenfranchised groups.  As a
result, the American public has provided sig-
nificant support for colleges and universities
through public funding, tax exemptions, and
other forms of financial backing; and access to
education has been at the heart of social strug-
gles small and large.

The nation’s elite universities, particularly
the schools of the Ivy League, are the most
powerful symbols of educational
opportunity.2 In the American imagination
(and increasingly in the global imagination),
access to an Ivy League education represents
both affirmation of exceptional academic suc-
cess and an open door to nearly unlimited
possibilities.  However, that belief in the Ivy
League has been undermined by another
belief: that these universities are closed to all
but a few whose race, sex, or class is consis-
tent with a more injurious meaning of the
word “elite.” As the comments of Harvard
President Lawrence Summers revealed, some
Ivy League administrators may still believe
that the reasons certain groups are underrep-
resented in the tenured ranks of faculty is the
innate limitations of members of those
groups rather than the discrimination in the
academic employment system that is hidden
behind the banner of elitism.3

This elitism has been particularly power-
ful in the Ivy League universities’ choice of
who is allowed access to their faculties and
graduate schools, the places where new gen-
erations of faculty are trained.  Ivy League
universities have chosen to expand their
teaching staffs by relying heavily on graduate
teaching assistants and on faculty positions
not on the tenure track:  part-time and tem-

porary teachers—positions in which women
and people of color are disproportionately
concentrated.  The universities have thus cre-
ated a two-tiered system:  one tier, over-
whelmingly white and disproportionately
male, is characterized by secure, well-com-
pensated, higher-status tenured and tenure-
track positions; the other is the world of inse-
cure, poorly-paid, part-time and impermanent
jobs to which women and people of color
have largely been relegated.  

This report will show:
• The workforces of Ivy League universities

are starkly stratified by race and gender;
• For women and people of color, the aca-

demic ladder is broken, making it less likely
that they will advance to the higher-rank-
ing, more secure positions; 

• The relatively few women who do climb
the academic ladder are paid less than their
male colleagues.

The creation of this two-tiered university
world is not simply an academic problem.  Its
implications reach beyond the walls of the
Ivy League:  Who will teach the next genera-
tions of college students, and under what
conditions?  Who will control universities,
the knowledge produced within them, and
their relationships to the communities that
host them?  If the nation’s most prestigious
universities are reproducing, within their own
walls, patterns of segregation and discrimina-
tion that they purport to be working against,
what lessons are the students at those univer-
sities learning? Are the Ivy League universi-
ties living up to their own stated goals and to
the trust the public has placed in them?

Rhetoric vs. Reality 
in the Ivy League

Ivy League universities have made public
commitments to diversify their student bod-
ies, faculties, and staffs, asserting that diversi-
ty and equality are at the heart of their mis-
sions, and that equal access to education is
key to the American Dream.  Similarly, in his
2002 Martin Luther King Day address, Yale’s
President Richard Levin declared that King
“called upon our nation to match its words
with deeds—to make the American Dream a

“I did not come from
a privileged background.
I worked hard to be at
Columbia.The cost of a
Columbia education
makes it difficult and less
enjoyable for students
who are not privileged,
but choose to attend
anyway.

The Ivy League sets
the tone for universities
across the country.
However, the "business
as usual" attitude and the
reluctance to commit to
things such as tuition
waivers and adequate
salaries for graduate stu-
dents, both of which
improve our education
and the education we
provide to undergradu-
ates, means that we must
stand in solidarity not
only for the betterment
of our situations, but that
of our institutions as
well.”

Kevin Vaughn,
Graduate Student,
Columbia University
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reality for all regardless of race, religion, or
background ... I want to underscore the com-
mitment of the University to the continued
pursuit of racial justice, to further collabora-
tion with our neighbors in New Haven, and
to a concerted effort to build a new partner-
ship with our labor unions.” 4

Despite their public statements, however,
Ivy League universities have remained bas-
tions of inequality in their workforces, where
employees are stratified by race and gender.
As the chart to the right illustrates, people of
color are concentrated in the lower-level posi-
tions:  blacks and Hispanics make up only 6
percent of faculty, but comprise 44 percent of
service and maintenance employees.5

Within the teaching and research staffs of
the Ivy League universities, the same stratifi-
cation prevails:  women and people of color
find themselves relegated disproportionately
to insecure, poorly compensated positions,
beginning with graduate employment.  

The Shrinking Academic Pie
Ivy League universities have hired signifi-

cant numbers of new faculty to meet their
teaching and research needs.6 However, they
have primarily created jobs off the tenure
track (“non-ladder” jobs), as illustrated in the
graph below.  These positions, as distinct
from tenure-track jobs, are usually temporary
appointments, either to be renewed or termi-
nated on an annual or semester-by-semester
basis.  They pay less than tenured and
tenure-track jobs, often provide few or no
employment benefits such as health care and
sometimes carry higher teaching loads.

However, they require the same educational
experience: a doctoral degree, teaching expe-
rience, and research publications.7

As a result of the Ivy League universities’
reliance on non-ladder faculty jobs, new
scholars are competing for an ever-shrinking
pool of secure, desirable faculty positions,
while the number of unstable, poorly com-
pensated faculty positions skyrockets.  

In addition to hiring large numbers of
non-ladder faculty, Ivy League universities
have also turned increasingly to graduate
employees to meet their teaching and
research needs.9 Graduate employees—the
teaching and research assistants, instructors,
and lecturers the Ivy League universities draw
from their own graduate schools— like non-
ladder faculty, are usually paid far below the
levels of their tenured and tenure-track col-
leagues and have little job security or institu-
tional voice.  Universities’ heavy reliance on
graduate teachers and researchers further
serves to reduce the need to hire additional
faculty members.  As many observers have
noted, the result is that for many graduate
students the completion of a PhD often sig-
nals the end, not the beginning, of a long
teaching career. 

Non-Ladder Jobs as a 
means to “Diversify”

In the shrinking pool of new desirable
faculty positions, few women and people of
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color are to be found.  Instead, those good
academic jobs are likely to be filled by white
and male scholars, as the chart on the right
illustrates.   

As women, underrepresented minority
scholars and international scholars finally gain
access to faculty jobs at Ivy League universi-
ties, many find that the only positions avail-
able to them are unstable, non-ladder posi-
tions:  jobs in which it is difficult to make a
secure living, engage in meaningful academic
research, or obtain any voice in the university.
In 2003 in the Ivy League: 
• Black and Hispanic PhDs were 4 times

more likely to get hired into non-ladder
positions than into tenure-track positions.
In comparison, white PhDs were only 2.5
times more likely to get hired into non-lad-
der jobs. 

• Women were 3.2 times more likely to land
a non-ladder poistion than a tenure-track
one.  Men were only 2.6 times as likely to
get hired into non-ladder jobs. 

From 1993 to 2003, the percent of people
of color in tenured positions has not signifi-
cantly changed.10 Black scholars inched up
from 2.2% to 2.5% of tenured faculty.
Hispanic scholars went from 1.2% to 1.4% of
the tenured faculty.  Women have seen a
greater increase, from 14% to 20% of tenured
faculty.  Women average only 1 in 5 tenured
faculty in all fields of study--not just the sci-
ences where their underrepresentation is
being questioned.

International scholars have filled the
growing number of non-ladder faculty posi-
tions. From 1993 to 2003, the number of non-
ladder international faculty has increased by
142% compared to an overall increase of
108% in non-ladder faculty.  

Among new doctorates earned from 1989
to 1993, underrepresented minorities repre-
sented 6.5 percent and women represented
45 percent.  Yet Ivy League universities have
not significantly drawn on this pool to correct
the historic patterns that kept people of color
and women out of their tenured ranks.  In
spite of the increasing numbers of women
and people of color with doctorates, women
and people of color continue to be excluded
from the best faculty positions.

An Unequal Start
The lack of access to good faculty jobs

for women and people of color in the Ivy
League begins in doctoral programs, where
the next generation of faculty is trained.  In
the Ivy League, people of color are represent-
ed in doctoral programs at rates significantly
below the national average for doctoral pro-
grams, and below the rates of minority

enrollment in undergraduate programs.  As
shown in the table above, blacks are less than
half as likely to be enrolled in Ivy League
doctoral programs as in doctoral programs
nationally.  And while women constitute
almost 60 percent of students enrolled in doc-
toral programs nationally, in the Ivy League
they are only 46 percent.  

Equal Pay for Equal Work?  
Even when women manage to gain

access to faculty jobs at the upper rungs of
the academic ladder in the Ivy League, they
are faced with another problem:  a significant
pay disparity by gender.  Across the Ivy
League, full-time tenured and tenure-track
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female faculty are paid less than their male
colleagues.13 Most startling, women in the
earlier part of their careers, generally those
hired more recently, and therefore in the
lower positions, face an even greater pay gap
than their more senior female colleagues.
When all faculty are taken into account,
including the non-ladder faculty, the pay gap
is even greater: on average, women faculty at
Ivy League universities make only 77 percent
of their male colleagues’ pay.

Columbia is the worst among the Ivy
League universities where, on average, female
full professors make less than 90% of their
male counterparts and female assistant pro-
fessors make less than 85% of their male col-
leagues.  Harvard has the largest average pay
gap for associate professors, with women
earning less than 88% of the salaries earned
by men in the same position.

A Two-Tiered Academy
Far from living up to their stated commit-

ments to racial justice and equal opportunity,
Ivy League universities continue to create
stratified and inequitable workforces, relying
on women and people of color to fill inse-
cure, poorly compensated, lower-status aca-
demic positions on which much of the uni-
versities’ teaching and research depends.
Rather than creating egalitarian academic
communities that could set a standard for the
rest of society, the universities of the Ivy
League lag behind, failing within their own
walls to overcome patterns of discrimination
and occupational segregation that American
law, policy, and public sentiment have long
frowned upon.  

As a result, Ivy League universities have
fundamentally failed in one of their primary
missions as institutions of higher education:
the promotion of social equality. The ladder

to greater opportunity they have promised to
offer to members of marginalized groups is a
broken one, and with it they have also bro-
ken the public trust.  By creating a two-tiered
structure in which women and people of
color are concentrated in insecure, poorly
compensated teaching and research positions,
Ivy League universities have done much to
ensure that, for teachers and students alike,
the door of opportunity they represent is
closed to many.

Addressing Inequities
Within the Ivy League, university admin-

istrations have made varying efforts to
address the absence of diversity in their aca-
demic ranks.  However, across the board,
these initiatives are understaffed and under-
funded for the tasks set before them.  Only
two universities have offices for graduate stu-
dents of color, both of which were created in
response to organized protests from their stu-
dent bodies.16 One other university has a
staff person whose primary job responsibility
is to recruit more applicants of color.  Four
universities have an administrator whose job
responsibilities include addressing the needs
of graduate students of color, but this is not a
focus of the job.17 Only one university,
Cornell, publishes annual statistics about
recruitment and retention of students broken
out by race, ethnicity and gender and by field
of study.19 None of these programs or staff
assignments alone has adequately addressed
the lack of access to these universities for
women and people of color. These problems
continue to exist despite decades-old federal
laws, such as Title IX of the Educational
Amendments of 1972 and Titles VI and VII of
the 1964 Civil Rights Act, that prohibit dis-
crimination based on race and gender and
were meant to ensure equal access to educa-
tional and employment opportunities. 

Addressing issues of faculty diversity has
proven even more difficult. Harvard’s presi-
dent Lawrence Summers has come under fire
for eliminating the position of Associate Dean
for Affirmative Action, who had access to hir-
ing and promotion committees to ensure a fair
process for female applicants and applicants of

Ivy League Pay Gap for Women Faculty14

Women’s Salaries as a Fraction of 
their Male Colleagues

Full Professors 93%

Associate Professors 91%

Assistant Professors 91%

All Full-time Faculty15 77%

“Non-ladder faculty
members make signifi-
cant contributions to the
scholarship of this uni-
versity. We are often
excellent dedicated
teachers and mentors
that provide diversity in
their respective academic
departments. Our contri-
butions are acknowl-
edged and celebrated by
those who benefit direct-
ly, namely the undergrad-
uate students.

Yet, often I have found
that we non-ladder facul-
ty members are under-
valued and exploited by
the university administra-
tion and serve as win-
dow dressing in the insti-
tutions' commitment to
diversity.”

—Dr. Connie Allen
Former Lecturer
Department of Chemistry
Yale University18
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color.  In the three years since Summers took
office, the portion of new female hires has
consistently declined.20 The Harvard example
demonstrates that what is needed for change
is not a designated office but an institutional
commitment to end discrimination and pro-
mote access to university resources. Structural
changes, equity programs and policies that
focus on full implementation of civil rights law
will change the trends at Ivy League schools.

The recent increase in union organizing
among entry-level academics, including those
in the Ivy League, suggests that today’s schol-
ars are recognizing that they need not pas-
sively wait for their administrators to end dis-
crimination. They recognize that the prob-
lems plaguing the academy are intertwined
with the employment practices created by
university administrations over the last twen-
ty years. The explosion of insecure, low-sta-
tus jobs has become the vehicle by which Ivy
League universities have maintained their his-
toric racial and gender inequalities.
Ultimately, the unionization movement
reflects the understanding that institutional
commitments to redress inequities almost
never come to pass through the benign con-
sideration of upper-level academic managers.
Rather, they require organized collective
demands by academic workers, as well as
government oversight and public pressure. 

Forging an Equitable 
Ivy League

So what steps can academics take? By
securing organizing rights, bargaining collec-
tively, and achieving binding contracts for
their work, teachers and researchers can
break down the two-tiered Ivy League,
reduce the universities’ reliance on non-ladder
positions, and ensure that women, people of
color and international scholars have equal
access to the best opportunities for teaching
and research. 

First and foremost, academic workers
must address the fundamental problem of
today’s academy: access to good jobs is
diminishing for all academic workers. On this
front, faculty unions outside the Ivy League
have provided a road map for solutions.

Contracts at several universities limit the por-
tion of temporary and part-time faculty,
ensuring that the number of tenured and
tenure-track positions grows with the univer-
sity, preserving good jobs for academics of
every background. Faculty unions at Cooper
Union, the Connecticut State University sys-
tem, and Eastern Washington University have
placed limits on the number or portion of
part-time and temporary faculty that can be
hired, and ensured that tenured and tenure-
track positions are preserved and expand.

Second, through collective bargaining, the
terms and conditions of those working in
such non-ladder or part-time positions can be
improved immensely.  For example, union-
ized adjuncts have been able to raise compen-
sation levels, win health and pension bene-
fits, and substantially increase job security
and employment opportunities.

Bargaining for contracts also allows aca-
demic workers directly to reverse inequalities
in a number of specific areas:
1. Union contracts have addressed pay
inequities, fair workload, and transparency in
job descriptions, remuneration and criteria for
promotion at every level of academic work. 

It is widely established that when work-
places unionize, women and people of color
generally secure the greatest net improvement
in benefits across a given profession. Union
contracts have increased compensation for the
lowest paid groups, often women and people
of color, and have increased access to employ-
ment opportunities.  The NYU graduate
employee contract, the only one of its kind at
a private university, while increasing wages
overall by approximately 40%, had the great-
est impact on those employees at the low end
of the scale. The part-time faculty union con-
tract at Rutgers requires the university to post
full-time teaching positions publicly in each
department so that union members have
access to applying for full-time jobs.21

2. Union contracts can codify anti-discrimina-
tion practices that are binding and enforceable
within the university community.  

In recent years, a host of academic
unions have taken stands, during contract
negotiations, to include specific language bar-
ring discrimination in academic employment. 

“Neither among its
faculty nor its graduate
student population has
Harvard demonstrated
an interest in preserving
its most valuable
resource: class, race, gen-
der, and sexual orienta-
tion diversity.

Harvard has turned its
back on female faculty
through swiftly denying
them tenure.The recent
departure of a female
faculty member from my
department for a
tenured position at
another top private uni-
versity, after being arro-
gantly denied her tenure
here, is a prime example.

The quality of my aca-
demic experience is
undermined by the ways
in which this university
devalues its female facul-
ty, faculty of color, and
identity curriculum. In
this place where tradi-
tions die hard, diversity
has been lauded in word
and ignored in deed.”

—Lyndon Kamaal Gill
Graduate Student
Harvard University
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• The graduate teaching assistant union at the
University of California negotiated anti-dis-
crimination clauses into their contracts that
give teaching assistants the right to a griev-
ance procedure when discriminatory prac-
tices are in place.22

• The union at the University of Michigan
has an anti-discrimination clause as well as
a designated Affirmative Action
Representative in the Office of Equity and
Diversity Services and the ability to engage
in special conferences with the university
on issues of affirmative action.23

• At the University of Wisconsin-Madison,
the university is required to seek the advice
and counsel of the graduate employee
union in reviewing and modifying its
Affirmative Action plans.  The union also
negotiated a $50,000 fund for diversity and
harassment training.24

As these examples show, collective bar-
gaining has allowed academic workers both
to actively change discriminatory practices as
well as create a means to punish instances of
discrimination. Union contracts provide bind-
ing and immediately enforceable standards,
thus violations can be addressed in a timely,
fair and effective manner. In contrast, the
understaffed federal government agencies
cannot always offer the same relief.
University grievance procedures are often cre-
ated to protect the university from lawsuits
rather than redress student and employee
grievances. Through a union contract, univer-
sity employees have direct access to protec-
tion from discrimination. 
3. Union contracts can guarantee the disclo-
sure of comprehensive statistics relevant to
assessing a university’s progress (or lack
thereof) in making their jobs and programs
accessible. 

A contentious debate persists, inside and
outside of universities, about the precise
nature and causes of inequalties confronting
women, people of color, and international
scholars. Ivy League universities have long
exacerbated this situation by failing to supply
complete and timely data about their
progress (or lack thereof) in guaranteeing
equal access to university positions. As noted
above, Cornell is the only Ivy League

University which publishes detailed diversity
statistics-and even there, the complete trans-
parency of the data is difficult to judge. In
many cases, academic workers must turn to
government data from previous years to gain
some insight into the actual situation at their
own universities.

Collective bargaining makes it possible to
guarantee specific obligations for the report-
ing of data regarding admissions, hiring,
retention, promotion, and benefits. The
University of Oregon, for example, has
agreed to provide statistics to its graduate
teachers’ union about the gender, ethnicity
and citizenship of its graduate students and
its graduate teachers upon the union’s
request.25 Without such transparency of
information, it will remain impossible to
measure whether a university’s efforts are
succeeding or failing in the creation of an
accessible, equitable workplace. 
4. Union contracts can directly remove obsta-
cles in the academic ladder that disproportion-
ately jeopardize the prospects of women, peo-
ple of color, and international scholars.  

Unless universities are compelled funda-
mentally to restructure certain features of
access, employment, and promotion, no
amount of oversight or “diversity initiatives”
will suffice. Union contracts raise wages and
improve conditions for academic workers
allowing talented scholars to make careers in
the academy.
• Economic barriers to academic careers

are only deepening. Given the rising
costs of undergraduate education, many
potential scholars, especially people of
color, enter academic careers with signifi-
cant amounts of debt. Moreover, in some
Ivy League departments, it has become
commonplace for Ph.D. programs to
require a master’s degree for admission-
which means tens of thousands of dollars
of additional debt. With the dearth of
tenure-track positions, and the prospect of
part-time non-ladder employment after
earning a Ph.D., in addition to a low
income while earning a Ph.D., many prom-
ising scholars are unable to complete their
programs or never start at all. Every Ivy
League university needs to acknowledge

“Whenever I've asked
faculty from Yale and
other universities why so
few women and people
of color are ladder facul-
ty, I always get the same
response: Most senior
faculty were hired 20 or
30 years ago. They
promise that once the
current senior faculty
retire, women and peo-
ple of color will become
more integrated into lad-
der positions.

Yet, when I look at the
anthropology depart-
ment, I see a faculty
almost entirely com-
prised of white men,
including those hired
more recently. In con-
trast, the graduate stu-
dent body is largely
women, many of whom
are of color. The current
hiring practices send a
clear message to us:
Regardless of our dili-
gence, intelligence, talent,
and passion for the field,
the good jobs are off 
limits.”

—Nazima Kadir
Graduate Student
Yale University



8

the close connection between economic
and racial equity. Without a serious over-
haul of academic pay—and additional
measures, like need-based loan forgive-
ness—Ivy League academic positions face
the prospect of becoming inaccessible to all
but the most economically privileged indi-
viduals.

• Women face profound obstacles to
equal advancement up the academic
ranks. Embedded in the controversy over
Harvard President Lawrence Summers’
recent questioning of the innate ability of
women to do science was his (all too true)
assertion that women scholars face both
discrimination in evaluation of their abili-
ties and, for many, additional responsibili-
ties for raising families. What President
Summers failed to acknowledge is that cur-
rent standards for academic promotion—
standards for parental leave, time to degree,
tenure timeline, employment flexibility and
child care options—are no more intrinsic or
eternal than was the principle of single-sex
education thirty years ago. Academic
unions have successfully negotiated afford-
able health care, child care benefits, and
paid leave, along with academic and
employment promotion policies that
accommodate scholars with families.  In so
doing, academic workers can significantly
level the playing field for women and men
in today's academy.

5. Union contracts, by enhancing job security, help
insure and strengthen academic freedom.   

Women and people of color who are in
non-tenured positions without job security,
are vulnerable to attacks on their academic
freedom.  Such workers may be discouraged
from espousing controversial positions or
undertaking risky but potentially ground-
breaking projects.

Legislative Solutions
In addition to the solutions that union con-

tracts offer, the public can also demand more
from universities. First and foremost, students
and parents deserve accurate, timely informa-
tion about whether the colleges and universi-
ties they attend have created a two-tier system
for hiring and promoting that significantly

affects people of color and women. This infor-
mation should be readily available and easy to
understand for students and their parents. For
example, college websites should include this
information, and it should be made available
to prospective students.

The Connecticut General Assembly is
considering legislation to make this important
information available to students who apply
to private colleges in Connecticut. It is impor-
tant for students to know before they go to
college whether the faculty in their fields of
interest include people of color and women.
Students of color are more likely to seek role
models of the same race, and several studies
show that role models help increase students’
expectations for their own success.26

Furthermore, students of color disproportion-
ately chose faculty of color as mentors.27

Finally, some studies show that a diverse fac-
ulty improves educational outcomes for all
students.28

Mandated disclosure of diversity data to
student applicants could help fix problems over
the long term, without the need for more
heavy-handed state regulation. The market
forces of higher education would work natural-
ly to persuade universities to change their prac-
tices in order to continue attracting the talent-
ed women students and students who are peo-
ple of color.

Conclusion
This list of potential remedies should

itself be an indictment of the status quo in
the Ivy League. So long as Ivy League admin-
istrators remain unchecked in applying corpo-
rate values to teaching and research—shifting
an ever-growing share of work onto those in
insecure, part-time, low status positions, and
denying them the right to organize—the two-
tiered academy will persist. But the American
public must not give up on its expectations
that universities, including Ivy League univer-
sities, will fulfill their promises to make an
excellent education available to high-achiev-
ing students, regardless of their backgrounds,
and to provide academic jobs that are worthy
of the academic accomplishments of the
scholars who make the university great.

“Most of the positions
available in my field are
non-tenure track and
adjunct positions. It is
scary to think that I
could spend six years at
an Ivy League university
only to cobble together
an existence afterward
through part-time teach-
ing loads at several
schools.

As a minority woman
in this profession, I defi-
nitely have to work a lot
harder to gain the
respect of my superiors,
my peers, and even my
students. When those
of us from under-repre-
sented groups in acade-
mia do manage to reach
tenure track positions in
the academy, we enjoy
little respect. Our quali-
fications and merits are
constantly questioned as
if we had been given our
jobs rather than having
earned them.”

—Sayumi Takahashi
Graduate Student
University of Pennsylvania



From 1993 to 2003, the number of Ivy
League faculty grew.  During this time,
tenured and tenure-track faculty were hired,
some retired, and some moved on to other
universities or other careers.  Yet over the
course of this ten year period, the presence of
underrepresented minorites has increased
only slightly. The percent of women faculty
increased, but not in proportion to the per-
cent of women who were on the tenure-track
at the time.

The number of tenured faculty climbed
from 5,474 to 5,973.  With that growth:
• Black professors hovered at 2% of

tenured faculty.
• Hispanic professors hovered at 1% of

tenured faculty.
• American Indian/Alaska Native faculty

went from 2 to 6 total tenured professors
across the 8 Ivy League universities.

• Women professors went from 14% to
20% of tenured faculty.

Tenure-track faculty is where a signifi-
cant increase might be expected from the
growing numbers of doctorates awarded to
people of color and women. From 1993 to
2001, women earned 42% of doctoral degrees
and underrepresented minority scholars
earned over 7% of the doctoral degrees
nationwide.29 The number of tenure-track
faculty grew from 3,230 to 3,560 between
1993 and 2003.  During that time:
• Black professors hovered at 3% of

tenured faculty.
• Hispanic professors went from 2% to 3%

of tenured faculty.
• The number of American Indian/Alaska

Native faculty remained constant at 5
tenure-track professors across the 8 Ivy
League universities.

• Women professors went from 31% to
34% of tenure-track faculty.
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Appendix: Did Ten Years Make a Difference?
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