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The Nature of the Beast

And I stood upon the sand of the sea, and saw a beast rise . ... hav-
ing seven heads and ten horns, and upon his head fen crowns, and

upon his heads the name of blaspheny.
—Revelation 13:1

T had a difficult time deciding to accept the invitation to write this article.
Tt is true that T am probably the first person of African American descent!
to earn a PhD in evolutionary biology,2 be hired in a tenure-track position,
achieve tenure, and finally be promoted to full professor. However, [ have
collected as many failures in my career as I have successes. This fact, I
realized, probably makes me the right person for this task because I can
honestly say I learned much more about academe through my failures.
Definitions are important. To recognize success you must first know
what it is you want to accomplish. You must also know the nature of your
opposition. Because all humans are self-interested, it follows that there is
the potential for the interests of individuals to clash. In addition, societies
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consist of groups of individuals that have various collective agendas. The
dynamic between the interests of individuals and groups exists in all soci-
ctal institutions, even in the sciences, Therefore, you must ask yourself g
series of questions:

* What are my goals?
* How do they match the goals of the institution I plan to work in?
* What are the most appropriate strategies to achieve those goals?

These questions come to the forefront for anyone interested in pursu-
ing a career in the sciences. One of the most cherished mythologies of the
scientific community is its supposed objective neutrality concerning both
its practice and applications. However, scientists are first and foremost
human beings, complete with the entire range of personality and intel-
lectual abilities we find in the general public (all right, maybe not the
complete range, but certainly a peculiarly variable sample of those pos-
sibilities). In addition, scientists, as human beings, also display the entire
range of moral and ethical characteristics we find in our society at large.
This realization is even more crucial for African American professionals
because our access to educational, professional, and economic opportu-
nity are still stratified by “race”; and, at present, African Americans are
among the most reviled groups in this society and more so in academe.?
George Jones, Goodrich White Professor of Biolo gy at Emory University,
once lamented that a colleague told him, “Given a choice between a grad-
uate applicant from a historically black institution and an applicant from
China with exactly the same credentials, he would choose the Chinese
student every time,” My experience supports Professor Jones’s obser-
vation that many scientists operate with compromised moral and ethical
reasoning abilities, especially when confronted with issues of race and
social justice. This comment is not meant to discourage African Ameri-
cans from pursuing careers in science. I have quite the opposite intention,
and throughout my career T have worked to increase the representation
of minorities in science. These problems exist in all spheres of American
professional life, Rather, it is said that to be forewarned is to be fore-
armed; you must understand the nature of the beast,

African Americans presently are and have historically been greatly
underrepresented in science, biology, and particularly in evolutionary
biology. Professor Donna Norman’s 2002 study of biology faculty at the
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Figure 1 shows that there is a general trend of increase over the jast
ten years. However, the values never increased above 3.5%, meaning
that blacks are still underrepresented in biology Ph.D.'s by three to five
fold compared to their percentage in the US population. Source: NSF
Science and Engineering Doctoral Awards, 2003; hitp://www.nsf.gov/
sbe/srs/nsf05300/pdfstart.htm.

top 50 research universities found that only 1 percent of the faculty mem-
bers in these departments were black. The survey was conducted by asking
departmental chairpersons about the ethnic diversity of their department.
This figure is probably an overestimate of the African American repre-
sentation in the science professoriate because people who are African or
Caribbean immigrants, and who were not raised in or do not have ancestry
in the United States, are often counted in this group.

The situation in the pipeline doesn’t look much better. Figure 1 shows
that from 1994 to 2003, the percentage of PhDDs in the biological sci-
ences awarded to “Blacks” never exceeded 3.5 percent of the annual
total. Figure 2 shows these percentages in comparison to other minor-
ity groups; percentages for Blacks are orders of magnitude lower than
percentages for Asian Pacific Islanders and are consistently lower than
the percentages for Hispanics. In 1998, the National Science Foundation
(NSF) ended its practice of holding a separate competition for minority
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Figure 2 This figure shows that Blacks received a significantiy lower
percentage of biology Ph.D.’s (never greater than 3%) compared to
Asian Americans and Pacific Islanders (between 21 and 13%). Hispanic
degree completion was slightly but not significantly higher over this
period. The percentage of Blacks and Hispanics increased slightly, while
the Asian/Pacific Islander percentages fell substantially. Source: NSF
Science and Engineering Doctoral Awards, 2003; hitp:/iwww.nsf.gov/
sbefsrs/nsf05300/pdfstart.htm.

student graduate fellowships. This was due to a lawsuit filed by a White
student who claimed that the competition discriminated against majority
students.® The situation within the pool of postdoctoral researchers is
Dot promising either. Both the NSF and the National Institutes of Health
(NIH) have been attempting to maintain programs designed to recruit and
develop talented minority postdoctoral researchers, but these programs
are also coming under fire.” Worse is the idea held by many nomnminor-
ity scientists that at this level such programs are simply not necessary or
wanted. This ideology is particularly related to the peculiar role postdoc-
toral researchers play in the scientific enterprise. In the main, postdoc-
toral researchers are employed to increase the rosearch productivity of
the host laboratory, which in turn means more grant support, promotion,
and tenure for the hosting professor, Professors vary in the degree to
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which they structure postdoctoral experiences so that a young researcher
actually is capable of advancing his or her own career toward a univer-
sity professorship. In self-interested terms, when postdoctoral research-
ers move to faculty positions, they become competitors for many of the
same resources desired by the sponsor. When one adds into this volatiie
contingency the belief held by many White scientists that minorities are
of inferior quality to White and foreign researchers, this hesitancy toward
the existence of such programs and the lack of White participation in
such programs become clear.

If all that I have written so far has not given you pause, a December
2004 article published in the Stanford Law Review should.? According to
the author, Professor Robert Sander of the University of California-Los
Angeles Law School affirmative action policies are hurting the people
they were meant to help. He claims that Blacks admitted to the top-tier
law schools get poorer grades, are less likely to graduate, and are more
likely to fail the bar. His syllogism follows that Law School Admission
Test (I.SAT) scores accurately predict law school grades and graduation
rates. He also posits that law school grades, in turn, predict bar passage
rates and eventual income as a practicing lawyer. For example, he shows
that the scores of Blacks admitted to the top-tier law universities would
actually place them in mid-range public or private schools if there were no
racial preferences in admission. However, he calculates that ending racial
preferences in admission to law schools would have the counterintuitive
impact of actually increasing the number of Black lawyers.

In the case of science, Graduate Record Examination scores do not
correlate with graduation rates or subsequent professional accomplish-
ment, However, it will not be long before the Sander argument finds its
way into hiring and promotion procedures in a wide variety of disciplines.
Thus, it is highly likely that in the foreseeable future, degree attainment,
postdoctoral research opportunities, faculty hiring, promotion, and tenure
for minorities are going to get tougher, Scientists, who are empiricists
by nature, will argue that there is little evidence that affirmative action
programs have helped African Americans enter science careers. They will
also resumrect genetically based arguments concerning differences in cog-
nitive ability between races or populations as an explanation, assuaging
the claim that they are being racist. As such, the general climate of aca-
deme for African Americans is going to become more hostile, not less.
Now, you know the nature of the beast.
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Slaying the Beast: The Written Words
In his biography of Ernest Everett Just, a pioneering African American
embryologist, Kenneth Manning describes what the early 20th century
eugenicist Charles B. Davenport thought of Just’s work. “Another Carn-
egie scientist, C. B. Davenport, thought Just was doing ‘sound’ work,
but did not consider him to be a man of ‘any exceptional brilliancy or
initiative.” Though willing to concede Just’s standing as ‘the most promi-
nent (if not the only) colored man’ in zoology, he hardly meant it as a
compliment.”®
With this sort of history in mind, it is precisely at this point that one
needs to revisit one’s goals to decide if a career in science, particularly
evolutionary biology, is the path one wishes to pursue. In 1977 these ques-
tions weie in the forefront of my mind as I embarked on my graduate
career. My goal was to become a professional scientist although 1 really
had no idea how to go about it. I naively thought that my passion for learn-
ing about nature and for social justice were not at odds with each other.
also believed that the institutions I was entering to pursue my career goals
were sympathetic to my needs. I soon found out otherwise. The African
American graduate students in the program I entered had internalized the
belief that they shouldn’t be there. Many had no aspiration beyond a ter-
minal master’s degree. The atmosphere was such that European Ameri-
can students felt comfortable calling us “niggers” whenever they had a
numerical majority. My experience suggests that although these attitudes
have gone underground in today’s science community, you cannot survive
in this career unless you are willing to endure some amount of cultural
isolation and ignorance on the part of your coworkers,

However, the best revenge for insult is success. You can still accom-
plish your goals, granting the general hostility of academe, if you employ
the correct tactics and strategies. First and foremost, graduate students
must finish their PhDs! You must be single-minded in this task. The best
thing my adviser (Professor Leo Luckinbill, Wayne State University) did
for me was insisting that I stop marveling at my own academic abilities,
stop fooling around, get into the laboratory, and do the work. Brilliance
alone will carry you so far. The bottom line is that to succeed in science
you must do the work, analyze your data, and write up your results. If you
cammot do this, you should opt for a different career.

Neither should you allow your institution to burden you with prema-
ture or excessive teaching requirements that interfere with the completion
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of your doctoral thesis. Many institutions use senior graduate students
to teach undergraduate courses. This is okay, if done sparingly, and if
the goal of this work is to make you more marketable because you have
developed teaching expertise. However, I have met too many African
American students who are either tied to teaching or working in their
adviser’s laboratory to make ends meet, If you are such an “alf but dis-
sertation” (ABD) graduate student reading this article, you should stop
whatever you are doing, find an alternative means of financial support,
and finish your degree. The rewards for this are obvious. Scientists with
PhDs earn more money for research, teaching, and service than persons
without degrees. Finally, you will never achieve your goal of being a pro-
fessional scientist unless you are awarded a PhD degree.

In writing your doctoral thesis, your work should be divided in ways
that make publishable units. In other words, each chapter of your thesis
shouid be a body of work that you can submit to a professional journal
for publication. You will also know if you have a good graduate adviser
if he or she works with you to ensure that your doctoral work is publish-
able and to help you to submit your work, under your primary authorship,
in a timely way. Accept nothing less. If this isn’t happening, find another
adviser or find another program.

Although NSF has discontinued its graduate fellowship program ear-
marked for minority graduate students, the NIH programs are still in place.
Given the previous arguments, it is imperative that young investigators
take advantage of the existing support mechanisms (which still exceed the
need). Both the NSF and NIH mechanisms can be found via the organiza-
tions” Web sites. For example, you can find a link to the NSF’s programs
for broadening participation/diversity directly on its home page (www
.nsf.gov). The NIH minority programs are handled by its Minority Office
of Research Experiences (MORE) division within the National Institute
of General Medical Sciences (NIGMS). You can find the MORE links by
searching at the NIGMS portal. Before you receive your PhD you should
already have found a postdoctoral position,

One way you can achieve this is to present your graduate thesis work
at scientific meetings. This is where you will be noticed, particularly by
senior researchers in your field who have the potential to write you let-
ters of recommendation or to help you find sujtable specialized postdoc-
toral support programs. Generally, every subdiscipline has a network of
rescarchers that work on similar projects. In my case, I was recommended
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for the President’s Postdoctoral Feliowship Program on the strength of
my presentations at the Drosophila research conferences and my gradu-
ate adviser’s connections to scientists at the University of California who
worked in similar projects.
Postdoctoral researchers are generally recruited to carry out specific

projects. When you arrive at your new venue, you should have a meet-
ing with your host outlining exactly what projects you will be pursuing.
Furthermore, you should come to an agreement concerning the authorship
of particular sorts of papers that will come out of that project. This is par-
ticularly important now that there can be dozens or more authors attached

to projects utilizing many modern techniques such as genomics and bio-

informatics. Indeed, this issue has become so important that the National

Academies of Science has devoted a section to it in a recent publication

on responsible conduct of research (NAS, Committee on Science, Engi-

neering, and Public Policy, 2009).1° You also want to find out whether

this laboratory has a good record of postdoctoral students actuaily finding

faculty appointments after their tenure is finished. This is also something
you should have investigated before you accepted the position, but you
may also get more relevant information once you are working there.

Even more than graduate students, postdoctoral students need to be
jealous of their time. Your goal as a postdoctoral student should be to
finish as much research and submit as many publications as practicable
from the project. Depending on your discipline, you may need to do more
than one postdoctoral appointment. However, you do nof want to getinto
a situation where you are going from one postdoctoral appointment to the
next. This is a dead-end strategy. Your goal should be to do enough post-
doctoral research to make you a competitive candidate for a faculty job.
Some postdoctoral positions combine research and teaching, These are
more suitable if your goal is to find a faculty position at a smaller under-
graduate teaching institution, At present, there is an effort under way to
recruit minority faculty to just such positions,!!

It is also useful to learn grant writing as a postdoctoral student. Some
faculty advisers will allow you to read their grants, and indeed others may
actually require you to write parts of resubmissions or new grants, particu-
larly if they arise from your work, Whenever possible, if the university or
granting agency regulations allow it, you should be a co-principal inves-
tigator on any grant that results from significant amounts of your work.
Again, a sign of a good postdoctoral adviser is that he or she will encourage
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this when it is appropriate. Finally, if possible, find out from new faculty,
particularly European American men, how many publications they have
had, which journals they have been published in, and when they were hired
to the faculty. If they have published five papers in top-tier and two papers
in second-tier journals, then you should plan to have seven papers in top-
tier journals, and three papers in second-tier journals. This is the one and
a quarter rule. In economics it is called the “black tax.” Everything costs
more when you are African American in this society, including hires, pro-
motions, and tenure. Accept this and you have a chance of entering the
academy. Remember, you will not be able to right this injustice unless you
and many more like you make it into research institutions.

Getting hired by a university is arduous for everyone, but more so for
African Americans. The most egregious lie circulating in academe is that
unqualified African American scientists are being hired willy-nilly for
professorships! In the hiring process, you should expect that everything
you have ever done will be open for inspection. However, if you adhered to
the one and a quarter rule as a graduate student and postdoctoral student,
you bave an excellent chance of being hired as an assistant professor in
biology. For example, my first university appointment came after finish-
ing a prestigious postdoctorate appointment at the University of Califor-
nia. The President’s Postdoctoral Fellowship program both provided me
with excellent research mentorship (Professors Michael Rose, Richard
Lenski, Bloy Rodriguez, Clifton Poodry, Joseph White, and others) and
allowed me to network with other young minority scientists. However,
despite this, it required the willingness of eight tenured university faculty
members to approach the academic vice provost concerning irregularities
of how my application for a—faculty appointment—target of opportunity
was handled. It scems that someone in the departmental office “misplaced”
my application file until after the deadline for this program had passed. We
were able to prove that my application had indeed been turned in before
the deadline, and this played a major role in my eventual hire a year later,

Once you are hired, your first task is to negotiate the salary requirements
and research support you require. Negotiation is a difficult process. It is
usually easicr if you have multiple offers on the table. You should have a
realistic sense of what your minimal space and setup requirements are as
well as what salary you require. You can geta handle for what scientists in
your discipline and rank make by accessing the American Association for
the Advancement of Science (AAAS) salaty survey (you can find this from
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the AAAS home page, www.aaas.org, under Science Careers). It can give
you data for regions and institution type. Setup funds and space are crucial
because you are unlikely to get more of those things from the institution
ONCe you agree to the initial package. Talk with your graduate and post-
doctoral mentors about what equipment they needed in their laboratories
and carefully price these items. Also ask for support for supplies so that
you can get going on research to lead to your first external grants. Tt is also
standard for young faculty members to get reduced teaching loads while
they are setting up their laboratories and initiating research,

Once you are hired, you should meet with your departmental chair and
dean to receive in writing what you must accomplish to achieve tenure.
Most universities require a mix of research, grant support, teaching, and
university and community service. This mix differs by the institution type
and culture. Whatever they tell you, strive to implement the one and a
quarter criterion. Most importantly, you must consistently document all
of your publications, grants, presentations, teaching evaluations, and uni-
versity and community service, It is also helpful to keep records of how
many hours per week you spend on these activities.

It is crucial that you find a senior faculty mentor. You want to find
someone who has a strong record of publication and grant support. This
person will be your lifeline through the tenure process. In addition, as a
minority faculty member you will be under a great deal of pressure to
provide mentorship to undergraduate and graduate students, postdoctoral
researchers, and junior faculty members (both nonminorities and minori-
ties). This is both a challenge and an opportunity. On the one hand, even as
an untenured assistant professor you will be asked to serve on a variety of
university committees devoted to diversity issues. I believe that assistant
professors should carefully weigh such duties and see how they fit into
their ultimate goal of achieving tenure. This service may be appropriate
for some, but not others, Tenured faculty members, on the other hand, have
an absolute duty to serve on such comunittees and to do their best to gener-
ate external funds to build programs that foster ntinority recruitment and
retention in the sciences. This is also an opportunity to increase your own
grant support because, at present, NSF, NIH, and other granting agencies
are still providing funds to suppot this activity. I had the pleasure to serve
as an assistant professor in the California Alliance for Minority Participa-
tion program, funded by NSF, with Professor Eloy Rodriguez as principal
investigator. This, in turn, provided me with the training I needed to lead
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can give : my own ftraining program at Arizona State University—West, funded by
e crucial the Bridges to the Future initiative at NIH. The benefit of these programs
stitation is that they increase the number of potential minority students in the sci-
nd post- ence career pipeline and get those students doing research; in addition,
watories their research efforts can help your own research program. The programs
 so that also allow you to form a support network outside your own institution
tis also and network your students into graduate and postdoctoral opportunities.
Is while Make no mistake, however. Directing these programs is time-consuming,

_ and you should carefully decument your work in them and present that in
air and ' your promotion materials.
tenure. Promotion to tenure and full professor requires that you assiduously
1g, and implement the one and a quarter criterion, Certainly, if you fall short of
m type this and your productivity is equal to that of the White male members of
and a your department, you still have a good chance of tenure and promotion.
ent all 'The one place you do not want to be is to have less productivity than the
d uni- : departmental norm. Given the uncertainty of the tenure process, you just
f how _ don’t know what can happen. :

A crucial aspect of the tenure process is outside letters of support for
> find your promotion. Most institutions will allow you to name a certain num-
- This ber of individuals and then the promotion and tenure committee will inde-
»asa 2 pendently solicit additional reviews of your scholarship. Furthermore, the
e to committee will ask you for the names of people who should not be asked
‘toral for Jetters evaluating your work. It is crucially important that you uti-
nori- lize the option of eliminating individuals that have conflicts of interest
tn as : or animosity toward you or your work. You should also carefully pick
ty of . the people whom you wish to submit letters in your behalf, The general
stant ) rule is that any reference you solicit should have at least the rank you are
into i being promoted to; thus, untenured assistant professors should only ask
riate ' for references from tenured associate professors or higher, and associate
lave - professors should only ask for letters from full professors, and so on.
ner- |
and | Slaying the Beast: The Unwritten Rules
wn ' My career has demonstrated that if you adhere to the written rules, you
cies are likely to achieve reasonable professional success. However, my great-
Ive est weakness was that I did not effectively learn and apply the unwritten
pa- : rules of the academy. If you are wondering what these rules are, they are
pal { the same ones that operate in society at large, particularly with reference

ad : ‘: ~ to the behavior of individuals and groups.
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Studies of racism in the post-Civil Rights era have moved on from
focusing on overt to “aversive” racism.!? Ironically, aversive racism is
often displayed by people who possess strong equalitarian values and
believe they are not prejudiced. Furthermore, aversive racism may be
rooted in adaptive behaviors resulting from past selection to solve other
problems, such as the tendency to categorize (which automatically creates
more positive values for one’s own group and negative ones toward oth-
ers); the desire for power and control, which is most powerfully displayed
by males of the dominant social group; and the internalization of societal
beliefs and values. There are several examples of aversive racism that are
relevant to the African American pursuit of careers in science, includ-
ing the fact that greater discrimination occurs against African Americans
who are strongly qualified for high-prestige positions than against those
who are weakly qualified for low-prestige positions and the relationship
of negative attitudes toward Blacks being associated with opposition to
affirmative action and other social-fustice programs that are typically
associated with Blacks.!3

The tendency to believe that Blacks are Joss qualified for careers in sci-
ence has a long history in biology. Indeed, evolutionary biology, genetics,
and anthropology developed much of the theory that is used to buttress
these ideas.! Despite the fact that these coneepts have been sequentially
debunked, few practicing scientists are aware of this, and many just
don’t care. Their empirical reasoning suggests that the general absence
of Blacks in this field is proof posilive that the rare Black in the field
is “suspect.” Moreover, professional scientists have different grasps of
the nature, history, and philosophy of science. These shortcomings often
contribute to the prevailing ethos that scientific research and the scientific
community are mainly objective and value-neutral entities. My experi-
ence is that they are not and there is a vast amount of scholarly literature
that supports my experience.' It is from here that many of the unwritten
rules of the academy emanate.

Unwritten rule number one: Know who the big men are in your field
(and I do mean men). You must either win them to your side or neutralize
them. Avoid antagonizing them, if at all possible. If you must antago-
nize them, wait until after you have tenure, Or if you must antagonize
one, make sure you do so under the protection of another one. Communi-
ties of scientists often form factions during contentious scientific prob-
lems. Remember, the egos of scientists are fragile. You may inadvertently
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antagonize people; some aspects of your personality might be offensive
to some, or they may be jealous of your success. For example, some
aspects of my personality, particularly my African American mannerisms,
were often abhorrent to some of my faculty colleagues. A professor once
lamented to my faculty mentor that T was “too Black.” She meant cultur-
ally. Do not expect non-African Americans to have any knowledge of, or
sympathy for, your plight. .

Unwritten rule number two: Know the power relations between the
various stake-holding groups in your department, college, and university,
In general, at traditionally White universities, White men hold the most
power, followed by White women. The various ethnic minority cormu-
nities may have different positions in the hierarchy, depending on where
you are located in the country and the institutional history. It is a mis-
take to think that simply because individuals are from groups that face
social oppression they understand or are sympathetic to your particular
form of social oppression. White men may oppress White women in the
academy, but their relations to them are going to be very different from
the way they threaten either Black men or Black women. Neither should
you overestimate the protection that tenure affords. Institutions have
other ways of punishing the rebellious, such as denying laboratory or
office space, increasing teaching loads, and withholding salary advances.
Outside the institution you may face removal from prestigious editorial
boards and review comumittees or receive specious reviews of your own
papers and grants. )

Unwritten rule number three: Be careful whom you trust, Not everyone
who offers you support is really on your side. Conversely, not everyone
you disagree with is necessarily your enemy. Neither is every disagree-
ment based in racial animosity. The vast majority of scientists do not
believe they are racists or biased. Most are narrowly focused on their
research and advancing their own careers. They will always weigh sup-
poit for you, or support for social justice-associated initiatives in the uni-

. versity, by how they affect their own self-interests. Therefore, whenever

possible, present your programs in light of how they will improve the life
of everyone in the university. Finally, if you must engage in a disagree-
ment, try to keep it principled. In other words, make sure it is based on
intellectual as opposed to personal criteria.

Unswritten rule number four: Choose your batiles carefully. If you must
fight, fight to win, A victory won without combat is more valuable than a
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victory won after a dramatic combat, Whenever possible, attempt to win
the intellectual struggle by exposing the logical errors of your detractors.
You will find that, as your career progresses, you will be fighting more
often than not, particularly if one of your goals is to make positive insti-
tutional change.

Unwritten rule number five: Keep your personal and professional life
separate. In your university affairs, maintain the highest ethical standards,
The university may accept White male or female professors dating their
graduate students, but it is highly unlikely that it will accept your doing
that. In addition, you must adhere to all university and federal guidelines
concerning the use of grant funds or obtaining reimbursements. Be care-
ful about how you entertain at univessity functions, If colleagues go to a
restaurant or bar after a seminar or other university activity, be sure it is in
mixed company and avoid any excessive use of alcohol. The bottom line
is that you cannot afford to have any aspect of your behavior related to
university business reflect the appearance of impropricty.

| Slaying the Beast and Surviving to Tell the Tale

The smell beneath the alkali was that of devil-grass which brought
sweet dreams, nightmares, death. But nor for you gunslinger: Never
Joryou . .. each time you forget the last time. For you, each time is
the first time,

—Stephen King, The Dark Tower: Dark Tower VI

Stephen King began his magmim opus, the Dark Tower series, when
he was 19. The first novel, The Gunslinger, was published in 1982. It
opens with the hero, Roland Deschain, following a man in black across
the desert. From the epigraph to this section you have surmised that it
also ends there. From this I surmise that King’s message was that it’s not
the destination (the Dark Tower) but the Jjourney that matters. Thus, I am
not ashamed to say that I have not achieved all of my career goals (if so,
I would retire now). I also realize that 1 never will. Rather, I realize that it
has been the journey all along. I was born into a world of social oppres-
sion, oppression that permeates every aspect of its function. I choose to
resist. I could not have done otherwise.

Neither can I'say that the personal cost of what I have achieved so far
hasn’t been very high. I did not know it, but I suffered from depression for
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most of my academic career. My subsequent discovery of this and treat-
ment for it may have saved my life (and certainly has made life better for
my wife and children). I am not alone as rates of depression have been on
the rise throughout America over the past decade.!® The data also show
that African Americans in higher socioeconomic categories are more
likely to suffer from stress than their European American counterparts. If
I had been aware of how the unwritten rules operated from the beginning
of my career, I could have saved myself much of this stress and pain and
would have been more productive. I hope the reader will heed my warn-
ings and avoid my mistakes.

I do not believe a socially conscious person of African American
descent can avoid coming into direct conflict with the existing ethos of the
scientific research community. This does not mean that T think all White
scientists are bad people. Remember, aversive racism operates in people
who think they have egalitarian attitudes. Indeed, T could not have been
successful without the friendship and support of a good number of them.
Neither can anyone who is about to embark upon a career in biology go
forward with the attitude that he or she is going to completely overturn
the culture of science. Rather, what I have attempted to do in this essay
is lay bare the challenges that face any African American who wants to
succeed in academe. In addition, it has been written from my experiences
as a man. Many of the things I say are gender-neutral; however, much
is specific to the experiences African American men will face. Social
dominance theory predicts that the dominant group in science, European
American men, respond far more negatively to African American men
than to European American or African American women. I discuss some
of the generalities of this in The Race Myth.\7

Finally, there is at least one important collective step that needs to be
taken to help the situation of African Americans in biology. First, we
need to form a professional organization of African American biologists,
or at least form a caucus within a large professional organization such
as AAAS or the Society of Comparative and Integrative Biologists. For
example, the National Society of Black Engineers allows for comrunica-
tion and joint action among its members. In this way, research of concern
to the African American community may be more effectively advocated
for and training and support for junior scientists may be coordinated. Such
an organization would also be a more effective way to communicate the
importance of training in science and research to the African American
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community at large and in particuiar to political entities such as the Con-
gressional Black Caucus.

At the end of the day, scientists stay in science because of their love for
research and scholarship. Because of the character of our society, some
scientists are less capable of pursuing that love. Ernest Everett Just, one of
the greatest African American scientists of the 20th century, was broken by
mid-20th-century racism. Unfortunately, the fundamental conditions that
Just faced still exist, even if they have supposedly evolved. If an African
American is willing to bury his or her head in the sand, hunker down, and
shuffle hard enough, there is a good chance that he or she might blend
into the prevailing climate of American science. However, if you cannot
help but challenge the apparent injustices and inequities in how scientific
research is conceived, practiced, and executed or if you speak out against
the apparent biases in how scientific resources are distributed, you will not
blend in. This is why I began this essay with a discussion of goals. Ask
yourself this: What do you want? Where do you want to go? Do you have
the mental toughness to achieve it?

Those of us who have been fighting this batile are eager to welcome
reinforcements. Time is short, the stakes are high, and failure is not an
option.

Notes

1. African Americans are defined as persons having African ances-
tors who lived in America before the Emancipation Proclamation, Of
course this means that there ate other people living in America of Afri-
can descent, such as recent African immigrants or Afro-Caribbeans. The
fact that American racism operates on any detectable amount of African
ancestry means that all these groups have faced similar issues; however,
their experiences are also different in important ways.

2. My PhD was granted in evolutionary, systematic, and environ-
mental biology in December 1988. There were other persons of African
descent before me in aligned fields, such as genetics, anthropology, and
population ecology; however, as far as I am aware, no one was awarded
a degree in this field before I was. Since I earned my degree, others
have followed, most notably, professors Scott Edwards of Harvard,
Tyrone Hays of the University of California—Berkeley, and Paul Turner
of Yale.
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3. Sociologists used a variable known as social distance to describe
how various groups view others. The social distance variable includes
such factors as willingness to marry, membership in clubs, willingness to
have personal friends, living on the same street as neighbors, employed

in the same occupation, citizens of the same country, visitors in the same
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