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demands for "full incorporation of the 'Black Experience' into
the academic life of the Sarah Lawrence community" (Report of
Dean Jacqueline Mattfeld, 1970-71). By 1970-71, there were 10

black faculty members on a faculty that numbered 132.

By 1981-82, the number of black faculty had dropped to three, or
2.3 percent of the total faculty, and the overall minority
percentage was 3.1 percent. The picture has improved
considerably since then. 1In 1985 and 1986, for the first time in
the history of the College, two blacks were awarded tenure. And
concentrated recruitment efforts have moved the overall minority
percentage steadily upward. In 1987-88, the teaching faculty
will include five blacks, two Asians, and two Hispanics, for a
total minority percentage of 6.2 percent. This is progress, but

a college of our commitment and location must do better.

On the administrative side, the story is far more discouraging.
Throughout the 1980's, the number of minorities in
"executive/managerial” positions has never been higher than four
and, in the last two years, there have been only two (out of a

total of 57).

The Committee recognizes that recruitment of minority faculty and
administrators is even more difficult than recruitment of
minority students. Here, the College competes not only with
larger and wealthier institutions of higher education, but also

with the lure of corporations and the professions. Nevertheless,
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it is important to continue our past efforts and to develop new
ways to achieve this crucial component of racial and ethnic

diversity in the Sarah Lawrence community.

In presenting the récommendations that follow, the Committee does
not underestimate the difficulties. The external factors working
against our efforts are real. Nevertheless, we suggest that
there may be internal factors as well -- that require urgent
address. For example, we think it imperative to examine the
scope of the institutional commitment to recruitment efforts.
Has the institution as a whole tended to leave the efforts to
others: minority student recruitment to the admissions staff;
minority faculty recruitment to the dean's office? Have we been
remiss in not communicating our goals and efforts to every member
of the community, so that every member is motivated to assume

some responsibility for the process?

Similarly, has there been widespread consideration of why our
record has not lived up to our commitment? Do we Kknow enough
about the "minority experience" at Sarah Lawrence? 1Is the
experience so positive that it compels blacks and Hispanics who
come here to study and to teach to recruit other blacks and

Hispanics? And, if it isn't, what can we do about it?

Perhaps our recruiting strategies are simply too limited. Have

we -- as an institution -- explored every avenue? Have we
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sufficiently sought the counsel of our minority alumnae/i, of

minority leaders in the larger community?

Perhaps we (and other institutions) have focused too heavily on
"recruiting” minorities while ignoring the underlying causes for
the decline in minority participation in higher education. Do we
understand what is happening and why; have we considered what
role Sarah Lawrence might play in broadening the pool of
minorities who aspire to undergraduate and graduate education and

who are academically prepared for the demands of this education?

And, finally, are there other questions that we should be asking

ourselves —-- the answers to which will help us toward our goals.

RECOMMENDATIONS

l. We_recommend that the Board of Trustees, the faculty, the

lumnae/i_Board, and the administration reaffirm the College's

within the College community, and articulate_the need to increase

minority representation within the student body, the faculty, and

2., We_recommend that an _institutional task force be established

to_examine the questions raised earlier in this chapter and to

develop an action plan for increasing minority representation
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We suggest that the task force be chaired by the President of
the College, and that it include the Dean of the College, the
Director of Admissions, other representatives of the faculty,
administration, and.student body, and possibly Trustee and
alumnae/i liaisons. The formation of this task force will not
only signal the initiation of a total institutional commitment,
but will also serve to centralize and formalize the planning,

strategies, and allocation of resources that will be necessary to

better realize that commitment.

We would suggest that the task force consider some of the

following more specific recommendations:

a) We ask that the administration consider commissioning a
study of minority high school juniors and seniors -- applicants
and non-applicants -- to determine if there are particular
concerns of which we should be aware and to learn how they
perceive Sarah Lawrence. We would also like the College to
explore the possibility of joining the cooperative effort of the
27 selective liberal arts colleges who participated in the

Swarthmore Conference on Increasing Minority Recruitment and

Retention.

'b) We ask that the Dean of the College and the Dean of
Studies, as part of their general study of student retention,

take a closer look at the experience of minority students at
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Sarah Lawrence College. Sarah Lawrence offers, we believe, a
supportive intellectual and social environment for those minority
students we do enroll. We should determine whether our belief is
correct and, if not, what steps we should take to improve the

situation.

c) We agree with the Dean of the College, who believes that
extensive networking may be the best way to reach potential
faculty and administrators from underrepresented minority
groups. However, we would like to see the College explore other
strategies, such as those presented in the report of the Task
Force on Faculty Development, which was established following the
Swarthmore Conference on Minority Recruitment and Retention.

Many of the recommendations of this group may be more suitable to
the consortium approach, but others -- such as a faculty exchange ’
program with a black college -- might be adaptable to Sarah

Lawrence.

d) We suggest that the action plan developed by the task
force present realistic and measurable objectives for the years
ahead. If our objectives are attainable, we will be far more

likely to keep at them.

e) Finally, we hope that the task force will give thought to
ways in which the College, on a local level, might address the
larger problem of reversing the downward trend in minority

representation in higher education as a whole. As a modest first

_57_



Sarah Lawrence College Archives makes this copy available for reference use only through title 17, USC Copyright Act. User of this work is responsible for determining lawful use.

step, this could involve cooperating with programs such as Eugene
Lang's "I Have A Dream" -- a program which has already approached
us concerning our willingness to accept applications from its
qualified graduates. On a more ambitious scale, it might
involve collaborative efforts with local secondary or elementary
schools or working closely with nearby community colleges to
encourage and counsel minority students who wish to transfer to
Sarah Lawrence (or other institutions) upon attainment of their
associate degrees. Sarah Lawrence was an early supporter of
pioneering programs such as Upward Bound and the Cooperative
College Center. Surely, we need to explore whether we can be

equally supportive and imaginative today.

In conclusion, we agree with a recent opinion piece in the
Chronicle of Higher Education, which although focusing primarily
on the integration of blacks, speaks directly to our efforts to

promote racial and ethnic diversity at Sarah Lawrence:

If genuine integration is to be achieved, the academic
community must acknowledge the problem and establish
aggressive and inspiring leadership to deal with it.
Faculty members, administrators, students, and alumni must
recognize the unfinished business of their particular
institution, join together to eliminate the injustices of
the past, and assume the responsibility for integrating
their campus.

Each institution must examine its unique racial history and
its efforts, or lack thereof, to enhance the opportunities
for blacks. The product of such examination should be a
comprehensive strategy, including specific policies,
programs, and resources, to promote a welcoming atmosphere
for blacks.
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The responsibility for implementing the strategy must be
clearly allocated to specific individuals and groups.
They, in turn, must be held accountable through a formal

and continuing monitoring system.
ongoing, highly active process.
work.

-50-

Integration is an
It requires continual hard



