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I would like to thank the Rajender Salary Settlement 
Committee for its dedicated commitment of time and effort in its 
task of allocating the final portion of the Rajender settlement. 
As indicated in the report, 253 applications were reviewed and 
awards totalling over $500,000 were made. The Committee, in 
reviewing the applications, noted some problem areas needing 
further attention and the recommendations made to the Board of 
Regents today reflect those concerns. We all recognize that the 
recommendations are not based on any systematic study and, hence, 
may not be representative of the overall sit~ation; nevertheless, 
they do raise important issues which must be addressed. I will 
comment in turn on each recommendation made by the Committee in 
its memorandum of November 30, 1990 to the Board of Regents. 

1. We agree that action by the President and the Provost 
sets the tone for the entire University and we will 
continue to speak out strongly on the need to improve 
the climate for women at the University of Minnesota. 
Appendix I lists some of the activities initiated in 
the last two years to improve that climate. 

2. We will systematically monitor salaries every year by 
gender via The President's Form 17. Salary information 
is now easily accessible by individuals and departments 
for both faculty and Professional and Administrative 
(P & A) employees. Salary increases will also be 
monitored annually. 

3. Comparable worth issues are a national problem and 
beyond the capability of the University to resolve. 
However, the committee working to provide a more 
rational academic salary structure at the University 
will be addressing some of these issues. 

4. We are instituting a performance review system for 
administrators and are in the midst of a pilot project 
of this system· that will involve the review of deans 
and higher level administrators. The new search 
procedures also place more accountability at the unit 
level. Progress in meeting affirmative action goals 
will continue to be monitored and will be considered in 
reviews of administrators. -
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5. We have asked the Minnesota Extension Service to report 
on the questions raised and will investigate them in a 
more systematic manner. 

6. The problem with coordinate campuses is directly 
related to their isolation, where spouses are place
bound and no faculty positions are available to hire 
them as regular faculty members. Spousal hiring should 
occur only in the context of well-defined positions 
that meet campus needs. Assigned duties must reflect 
the position and not take advantage of the over
qualification of the individual. 

7. The option to teach occasionally makes many P & A 
positions more interesting, but they are not faculty 
positions and we are agreed that they should not be 
considered as such. 

I have also sent out a memorandum reminding deans that 
Rajender salary adjustments are not to be considered when 
granting annual salary increases. In other words, there can be 
no "retaliation" against individuals who have receive_d Rajender 
increases. 

Finally, I note that the calculations on salary differ
entials reported last month by David Berg (Director of Management 
Planning and Information Services) indicate that no significant 
salary difference now exists between men and women faculty when 
those comparisons are made using the same regression parameters 
stipulated by the Rajender settlement. The same calculations are 
now being made for P & A employees and the results should be 
available soon. As the report we have just heard indicates, 
there are still areas that need continued attention and further 
study. We are resolved to work diligently toward their 
resolution. 
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Appendix I 

University of Minnesota Activities Initiated Since 1988 
to Improve the University's Climate for Women 

1. Commission on Women established, 1988. Selected list of 
Commission activities: 

* groups of women are now organized on all five campuses; 
part-time campus coordinators for Crookston, Duluth, 
Morris, and Waseca were added in 1990 

* faculty orientation for new tenure-track women 

* special grants program to stimulate local initiatives 
(13 of 57 proposals were funded in 1990), for example: 

- Women on the Move (General College) , a ·series of 
forums bringing together women from diverse local and 
regional communities with non-traditional women 
students 

- Women Leaders in Academic Health Sciences: Achieving 
Equality and Diversity (Health Sciences), with 170 
participants 

- American Indian Women in Higher Education (American 
Indian Learning Resources Center), with 66 
participants 

- History Department Teaching Assistants' Project, 
complementing other department activities to 
integrate women's history into undergraduate survey 
courses 

* U Women, a newsletter highlighting women's 
accomplishments and contributions to the University 
(Fall 1989 and 1990, another due out in Spring 1991) 

* Recruiting for Diversity Pilot Project, with the Office 
of Equal Opportunity and Affirmative Action, designed 
to help the University recruit a more diverse faculty. 

2. Demographic shift in the President's Cabinet, which now 
includes eight women. This was accomplished through some 
hires for vacant vice presidential positions, as well as the 
appointment of other central administrators to the Cabinet. 

3. Commitment by the University to build a new, larger child 
care facility. 
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4. Renewed commitment to the University sexual violence 
program. 

s. Sponsorship of two University women to attend the Bryn Mawr 
Women's Leadership Seminar, Summer 1990. 

6. Appointment of Associate Dean Sally Kohlstedt in the 
Institute of Technology. 

7. The Chemistry Department's National Science Foundation Grant 
to improve the climate for women. 

a. The MacArthur Foundation curriculum Integration Project, a 
faculty development initiative to integrate scholarship on 
gender and other diversity issues into introductory courses. 

9. Professional development seminars to P & A staff; 2 were 
offered in the past year. 

10. Sessions within the administrative development program on 
gender in the workplace; these are sessions mainly for new 
department chairs 

11. Special Project Associates; women filled two of the four 
positions available. 

12. Committee on Institutional Cooperation CCICl Leadership 
Program; three of the four participants from the University 
are women 

13. Soviet Leadership Program; Carol carrier will represent the 
University on this exchange between the Soviet Union and 
Minnesota 
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