




Vernolepin is an 
elemanolide dilactone 

elimination of the intermediate aldol. 
This step completes the formation of 
the five chiral centers needed in the 
vernolepin molecule. Alpha methylene 
units required to complete the verno
lepin molecule are added by bis-alpha
hydroxymethylation, followed by beta 
elimination. 

Vernolepin is an unusual molecule, 
Grieco says, because it has two lactone 
rings fused to a central ring, an uncom
mon occurrence. The entire synthesis of 
the compound required about five 
months by Grieco and three coworkers. 

Other derivatives of the vernolepin 
molecule also are possible, Grieco says. 
In fact, the Pittsburgh chemists already 
have synthesized a deoxyvernolepin 
molecule. This compound has roughly 
the same chemical structure as verno
lepin but lacks the. hydroxyl group at
tached to the central ring. Grieco specu
lates that deoxyvern'olepin also may 
have anticancer activity. The compound 
is currently in testing at Harvard Uni
versity medical school, Boston. Details 
of the synthesis are scheduled to appear 
in the Journal of the American Chemi-
cal Society March 17. 0 

----------------~ 

FREE 
SAMPLES 

IDEAL FILLER/EXTENDER 
(9 GRADES) 

Micronized Silica: 
o IMSIL® A-10 (99% below 10 microns) 
o IMSIL® A-15 (99% below 15 microns) 
o IMSIL® A-25 (99.9 + % through 

400 mesh screen) 
Air Floated Amorphous Silica: 

Desirable Characteristics: 
• Low cost, inert filler-extender. 
• High G. E. Brightness. 
• No appreciable viscosity increase 

with loading. 
• High purity 99 + % Si02 10w 

quartz content (less abrasive). 
o '0' Grade (99.5 + % through 325 mesh) • Slow settling, anti-packing 

properties. o 1240 Grade (98.0-99.4% through 
325 mesh) 

o 1160 Grade (96-98% through 325 mesh) 
• Extremely low moisture content 

(not Hydroscopic). 
o 54 Grade (90-95% through 325 mesh) • Excellent electrical resistance. 
o 250 Grade (96-99% through 200 mesh) • Proven in epoxy, polyurethane 

and polyester formulations. o 200 Grade (90-95% through 200 mesh) 

New ftEthyl" 
Reducing Agent 
reduces costs 
asweUas 
functional groups. 
"Ethyl" OMH-l Reducing Agent 
promises to be both effective and 
economical as a source of active 
hydrogen for the pharmaceutical, 
flavor/fragrance, and fine chemical 
industries. Here's why: 
• Usually, bothH'sareveryreact

ive. So OMH-l delivers high 
yields with a wide variety of 
functional groups. 

• The C2H 5 groups do not appear 
to participate in reactions. 

• Unactivated halogens are ap
parently not attacked by 
OMH-l, except at elevated tem
peratures. This could benefit ste
roid drug production.. 
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• Solubility in aromatic solvents 

makes OMH-l versatile, safe 
and easy to handle. 

• Development price of OMH-l 
provides active hydrogen at a 
cost of 20-50% below that of 
similar reducing agents. 

You can purchase development 
quantities of OMH-l as a solution 
in toluene. Larger volumes or al
ternate solvents can be supplied 
on special order. Send coupon for 
details. 

r-----------, I Please send additional data on I 
I OMH-l. I 
I Name I 
I Company I 
I Address I 
I City ~tate __ Zip_ I 

I !'!~.!.~~~:';!!~!!~ I '--_______________ L~=R~~~A=:~::1::..7~...J 
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Education 

Allirmalive aclion may hurl more Ihan help 
Federally required "affirmative action" 
programs for hiring, promotion, and 
compensation' of university faculty 
members may be doing more harm than 
good. Indeed, "there are a number of 
ways in which affirmative action pro
grams hurt the academic world without 
benefiting minorities or women." 

These and other charges are made by 
Dr. Thomas Sowell in a recent study, 
"Affirmative Action Reconsidered
Was It Necessary in Academia?," writ
ten for the American Enterprise Insti
tute for Public Policy Research, Wash
ington, D.C. The report by Sowell, 
professor of economics at the University 
of California, Los Angeles, follows criti
cism of affirmative action from other 
quarters. One of the most controversial 
issues in academia, it means for some 
"making equal opportunity concrete" 
and "only a partial compensation for 
monumental wrongs." However, notes 
the black UCLA economist, for others it 
means "reverse discrimination" and 
"replacing competent whites with in
competent blacks." 

In the past, Sowell points out, there 
undoubtedly was "a pervasive pattern 
of discrimination against minorities in 
academic employment." As outlined in 
guidelines by the Department of 
Health, Education & Welfare, affirma
tive action is based on the premise that 
simply halting discrimination and en
suring employment neutrality is not 
enough to undo effects of previous dis
crimination. Employers must make spe
cial positive efforts to recruit, employ, 
and promote qualified rr.embers of 
groups previously excluded. 

To implement this policy, HEW since 
1971 has required schools to set "nu
merical goals and timetables" for hiring 
minorities and women. Failure to meet 
these "goals" (which some call "quo
tas") means that "numbers and per-

centages are repeatedly i_nvoked to show 
'discrimination,' " Sowell observes, with 
the threat of federal fund cutoffs. 

This numerical approach is "an ill
conceived mixture of unsupported as
sumptions and burdensome require
ments that remain ineffective because 
of their indiscriminate nature," Sowell 
believes. Antidiscrimination laws and 
practices already resulted by 1970 in 
negligible black-white and male-female 
pay differences, for example, when fac
ulty members with equivalent charac
teristics are compared. (Qualified black 
academics even drew a premium.) Affir
mative action has achieved little or 
nothing since, he believes. 

For instance, he explains, "under
representation" of blacks on faculties 
"is not automatically equivalent to dis
crimination." There are fewer than 4000 
black Ph.D. 's-fewer than two for each 
U.S. college or university. Moreover, 
most black academics prefer to teach at 
black schools, and many lack the re
search orientation and record required 
at leading universities (the focus of af
firmative action pressure). Black 
Ph.D.'s in the natural sciences are in 
especially short supply. _ 

Comparison of overall average sala
ries for blacks vs. whites, or for women 
vs. men, also gives a distorted picture, 
he stresses. For example, in 1972-73 
black faculty members earned $16,037 
and whites slightly more-$16,677. But 
black Ph.D.'s earned more than white 
Ph.D.'s with similar numbers of publi
cations. 

Both women and black academics 
publish less than white males, less often 
have a Ph.D., concentrate more in 
lower-paying disciplines, such as 
humanities, and more often choose 
teaching over research. But the domi
nant-and negative-influence on 
women's careers is marriage, Sowell 

notes. Women frequently subordinate 
their careers to their spouses' careers or 
to their families' welfare. Marriage and 
children generally advance a man's ca
reer, but retard a woman's. 

Unmarried women in academia thus 
earn more than married women, and 
even slightly more than unmarried men. 
"The social mores which lead women to 
sacrifice their careers for their hus
bands' careers may be questioned,'-' he 
says. But that is not employer bias. 

Along with no real benefits, Sowell 
cites several harmful effects of affirma
tive action. One is heavy data-gathering 
requirements and "interminable com
munications" with federal officials, with 
universities bearing the burden of proof 
of compliance. Another is outside pres
sures that increasingly supersede facul
ty decision-making. Furthermore, he 
notes, conferral of positions on minori
ties and women in apparent response to 
affirmative action policies (even if the 
candidates are well qualified) is causing 
"resentments, doubts, and presump
tions of incompetence" among their col
leagues, especially in an era of financial 
stress and faculty retrenchment. 

Reacting to Sowell's criticisms, Leon
ard J. Biermann, associate director of 
the office of federal contract compli
ance programs in the Department of 
Labor, retorts that affirmative action 
programs have brought significant 
progress, and says numerical "guide
posts" probably will continue. However, 
he admits, many reforms are needed. 

Indeed, he is executive secretary of a 
new Federal Advisory Committee for 
Higher Education Equal Employment 
Opportunity Programs that first met 
last Friday. The committee will look at 
all ways of improving affirmative ac
tion, including how to achieve an ade
quate supply of qualified minority and 
women faculty candidates. 0 

Pay of black faculty members . • • but marriage, children 
is higher for same credentials ••• 

Articles published WhHesa Blacksa 

5 or more $20,073 $21,211 
1104 15,486 19,124 
None 14,013 16,557 
No response 18,918 31,000 

TOTAL $17,991 $20,399 
a Mean annual salary In 1972-73 of full-time faculty holding Ph.O: s from departments 
ranked "distinguished" or "strong" in their discipline (Iower-ranked Ph.O.'s showed a 
similar pattern). Source: American Council on Education 
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lower women's earnings 
% Male 

Marital status Mena Womena advantage 

Married $13,562 $101264 32% 
With dependent 14,180 9,727 46 

children 
Without dependent 12,266 10,690 15 

children 
Never married 11,070 11,523 -4 
Otherb 15,065 13,176 14 

TOTAL $13,704 $11.030 24% 
a Average academic-year salary in 1968-69 at top-rated instiMions (other instiMions 
showed a similar pattern). b Includes widowed and divorced. Source: American Council 
cn Education 


