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Why is faculty diversity important?Why is faculty diversity important?

ACADEMIC MISSIONACADEMIC MISSION

An academic community that reflects a diverse range of An academic community that reflects a diverse range of 
interests, abilities, life experiences and worldviews will interests, abilities, life experiences and worldviews will 
enhance the academic mission of the University of Californiaenhance the academic mission of the University of California

LEGITIMACYLEGITIMACY

Equality of opportunity will ensure that UC can fully utilize Equality of opportunity will ensure that UC can fully utilize 
the intellectual resources embedded in our diversity and the intellectual resources embedded in our diversity and 
maintain our legitimacy as a public land grant university.maintain our legitimacy as a public land grant university.
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What do we mean by diversity?What do we mean by diversity?
UC Academic Senate Diversity StatementUC Academic Senate Diversity Statement

Adopted by the Assembly of the Academic Senate, May 2006 Adopted by the Assembly of the Academic Senate, May 2006 
Endorsed by the President, June 2006Endorsed by the President, June 2006
Adopted by The Regents as University Policy, September 2007Adopted by The Regents as University Policy, September 2007

“Diversity – a defining feature of California’s past, present, and future –
refers to the variety of personal experiences, values, and worldviews that 
arise from differences of culture and circumstance.  Such differences 
include race, ethnicity, gender, age, religion, language, abilities/disabilities, 
sexual orientation, socioeconomic status, and geographic region, and 
more.”

What about Proposition 209?What about Proposition 209?

••Proposition 209 can be understood as supporting the Proposition 209 can be understood as supporting the 
UniversityUniversity’’s commitment to eliminate discrimination and s commitment to eliminate discrimination and 
provide equal opportunity for all faculty and students.provide equal opportunity for all faculty and students.

•• Where there is underrepresentation, the University must take Where there is underrepresentation, the University must take 
steps to address the barriers that prevent full participation ofsteps to address the barriers that prevent full participation of
women and racial minorities in academic careers.  women and racial minorities in academic careers.  
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PhD Recipients from U.S. UniversitiesPhD Recipients from U.S. Universities by by 
Ethnicity/Gender Ethnicity/Gender (U.S Citizens. only)(U.S Citizens. only) 19801980--20032003
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Faculty Headcount at UC 1989Faculty Headcount at UC 1989--2006 2006 
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Faculty Headcount by Gender and Field 2006Faculty Headcount by Gender and Field 2006

Representation varies by field for womenRepresentation varies by field for women
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Faculty Headcount by Race and Field 2006Faculty Headcount by Race and Field 2006

Representation varies by field for minoritiesRepresentation varies by field for minorities
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URM:  Amer Ind, African Am & Chicano/Latino All Ladder Rank Faculty

Ladder Rank Faculty in Selected Departments Ladder Rank Faculty in Selected Departments -- October 2004October 2004
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representation varies between departmentsrepresentation varies between departments

Education  (34)
5.1%

Languages  (33)
4.9%

Ethnic Studies  (95)
14.2%

All Other Fields  (509)
75.9%

Education  (163)
1.8%

Languages  (305)
3.4%

Ethnic Studies  (171)
1.9%

All Other Fields  (8,230)
92.8%

American Indian, African American
& Chicano/Latino

All Ladder Rank 
Faculty

Faculty Headcount by Race 2004 Faculty Headcount by Race 2004 
Representation of URM faculty is concentrated in a few departmenRepresentation of URM faculty is concentrated in a few departmentsts
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Representation of Women Faculty 2006Representation of Women Faculty 2006
Percentage of Women Faculty by Campus and by RacePercentage of Women Faculty by Campus and by Race
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Faculty Hiring 1984Faculty Hiring 1984--2006 2006 

Hiring of Women dropped after 1995, Hiring of Women dropped after 1995, 
then recovered after the BSA Gender Equity Audit in then recovered after the BSA Gender Equity Audit in 
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Faculty Hiring vs. Availability 2002Faculty Hiring vs. Availability 2002--03 to 200503 to 2005--0606

UC hires women faculty below availability in most fieldsUC hires women faculty below availability in most fields
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UC hires URM below availability in some fields and above in otheUC hires URM below availability in some fields and above in othersrs
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Pipeline from High School to UC Faculty

The Shape of the Pipeline Varies for URM, Women and Whites
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Pipeline for Women from High School to 
UC Faculty by Field
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URM Faculty as a Percent of All UC Faculty
Actual and Future Projections 

Comparing 1996 Hiring to 2004 Hiring Patterns**

**Separation rates are based on 1996-2004 data.  
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Demographics of UC Academic Leadership
Number & Percentage

October 2007
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URM Asian Am White

URM 494 1 1 8 2 6 8 34
Asian Am 862 2 0 0 0 6 8 45

White 5,778 7 9 35 15 77 114 501
Total 7,134 10 10 43 17 89 130 580
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Total 7,134 10 10 43 17 89 130 580
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Study Group on University DiversityStudy Group on University Diversity
Report to The Regents September 2007Report to The Regents September 2007

RECOMMENDATIONS:

Adopt as Regents Policy the University of California 
Diversity Statement adopted by the Assembly of the 
Academic Senate in May 2006

Affirm that change is needed to achieve a level of diversity 
among students, faculty, and staff appropriate to our 
mission, as well as an open and inclusive climate on each of 
our campuses

Require the President of the University to report annually to 
The Regents on the status of diversity at the University.

““I have been here 32 years and have sat in a lot of faculty meetiI have been here 32 years and have sat in a lot of faculty meetings where ngs where 
comments were made about the importance of considering diversitycomments were made about the importance of considering diversity in our in our 
hiring. About as much attention was paid as when people sit on ahiring. About as much attention was paid as when people sit on an airplane n airplane 
and are told how to buckle a seatbeltand are told how to buckle a seatbelt……except there the plane wonexcept there the plane won’’t leave t leave 
until the seatbelt is buckled.until the seatbelt is buckled.””

--A UC senior administrator during a site visitA UC senior administrator during a site visit

The changing paradigm:The changing paradigm:

In the past, studies have been conducted, reports have been publIn the past, studies have been conducted, reports have been published, and search ished, and search 
committees have been briefed. committees have been briefed. 

Now, faculty, department chairs, deans and senior administratorsNow, faculty, department chairs, deans and senior administrators must engage must engage 
resources to achieve a more diverse and inclusive faculty.  resources to achieve a more diverse and inclusive faculty.  

The University must be a national leader in addressing faculty dThe University must be a national leader in addressing faculty diversity, consistent with iversity, consistent with 
its position as a preits position as a pre--eminent public intellectual institution in the most diverse stateminent public intellectual institution in the most diverse state in e in 
our nation.  our nation.  
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