
68 January -  February 2005

of hiring “long term will pay the institu-
tion big dividends.” The challenge, he
said, is bringing “management principles”
to the process—as he is now doing in
FAS’s physical-sciences departments as
well, and as the other divisional o∞cers
are beginning to do in the humanities, so-
cial sciences, and life sciences.

Some experts are skeptical about rely-
ing on divisional deans to monitor and
enhance faculty diversity. Frank Dobbin
drew from his corporate studies the
finding that “One of the most e≠ective
actions appears to be putting in a full-
time diversity o∞cer…somebody whose
job it is to think about what the organi-
zation could be doing to better recruit
and retain” diverse employees. The per-
formance of such individuals can also be
more explicitly evaluated than can com-
mittees or managers who have multiple
responsibilities.

Linda H. Krieger, a professor of law at
Boalt Hall (Berkeley) and a current Rad-
cli≠e Institute fellow who specializes in
employment discrimination, described
the academic appointment and tenuring

processes as “a perfect storm” for biased
procedures and outcomes. Searches at
elite institutions, she said, are often in
e≠ect “a word-of-mouth system” subject
to “anointment” of preferred candidates
by powerful senior faculty members be-
fore the formalities of recruitment begin.
The outcome is “notorious for replicat-
ing the demographic profile” of the
searching department. Given the “norm
of secrecy” in searches, there is little
chance to assess which prospects are se-
lected to visit a campus, how reviewers
might be biased, or even whether defini-
tions of the candidate pool are properly
drawn. She therefore prescribes sweep-
ing changes, from formal, open applica-
tions to broad, detailed recordkeeping
on applicants and on each evaluation of
each dossier. Powerful diversity deans
need to have authority to analyze the
records and compel departments to be
accountable for the results of their
searches, she argued. “Those positions
have been eliminated” within FAS,
Krieger said, “and I think that’s a
tremendous mistake.”

Such o∞cers could also be available to
women faculty members juggling the de-
mands of professorial citizenship. As
matters stand now, “We do have a very
white, very male faculty,” said Jones pro-
fessor of American studies Lizabeth
Cohen. Accordingly, the women in each
department may find themselves as-
signed a disproportionate load of com-
mittee work, of advising, and of other
chores on top of teaching and research.
Her department colleague Laurel Ulrich,
Phillips professor of early American his-
tory, noted: “The senior women are sim-
ply weary of endless committee work,
exhausting advising responsibilities, and
the continuing sense that this is still
pretty much a male preserve, and that it
wouldn’t take much to reverse the gains
of the past few years.”

Finally, such an o∞cer could provide a
means to address questions of bias to-
ward faculty members, in committees re-
sponsible for graduate admissions, or in
other charged circumstances, said several
professors who think FAS has erred in
dropping the position—unlike many peer
institutions. These diversity concerns are
not part of the divisional deans’ portfolio.

The institutional disputes seem un-
likely to vanish soon; diversity was sched-
uled to be the chief topic at the December
14 faculty meeting. At least in the imme-
diate future, consciousness has been
raised within FAS, and far more women
will likely receive o≠ers and accept ap-
pointments as tenured professors during
this academic year.

Whether that momentum is sustained
will make a very real di≠erence in the
character of the institution. Howard
Georgi said that having more women
mentors was “something the women stu-
dents desperately wanted and needed.”
Many women physics concentrators were
“absolutely miserable” and quit the field.
Correcting the imbalance, he said, never
involved compromises on quality: “The
last thing any of us wants is to appoint
people who aren’t absolutely excellent.
We want people to recognize some of the
pitfalls in evaluation.” Having done so,
physics has sustained itself intellectually,
he said, while attracting new professors,
advancing exciting research, and “doing
the best job for our students!”

J O H N  H A RVA R D ’ S  J O U R N A L

Corporation member Hanna Holborn Gray, Ph.D. ’57,
will step down from the President and Fellows of Harvard
College (as the University’s executive governing board is
formally known) at the end of the academic year. Of that
work, begun in 1997, and her six previous years on the
Board of Overseers, Gray said,“I very much appreciate the
range and quality of postdoctoral education afforded by
service on Harvard’s governing boards.” An historian who
was provost and then acting president of Yale, Gray was
president of the University of Chicago from 1978 to 1993. She also chairs the board
of the Howard Hughes Medical Institute, is a regent of the Smithsonian Institution,
and chaired the board of trustees of the Andrew W. Mellon Foundation. During her
recent Harvard service, she played a leading role in the search that resulted in the

selection of Lawrence H. Summers to succeed Neil L.
Rudenstine as president. In the announcement of her pend-
ing retirement from her Harvard post, Summers cited Gray
as “a strong and consistent voice for core academic values
and high academic standards, while affirming the central im-
portance of excellent liberal arts education within our
leading universities.” Gray’s successor, announced on De-
cember 5, will be Nannerl O. Keohane, LL.D. ’93, past presi-
dent of Duke and Wellesley. Keohane is a political scientist,
as is her husband, Robert O. Keohane, Ph.D. ’66, former
Stansfield professor of international peace.

Exit Gray, Enter Keohane
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