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ABSTRACT 

This study reconceptualized multiculturaiism in higher education, extending 

beyond the parameters of representation to examine cosmological paradigms; 

whether Western cosmological norms are dominant in higher education, 

mitigating alternative cosmological paradigms and their contributions toward 

equity and social reform. Indigenous cosmology is used to analyze the 

experience of individuals within an institutional context. Indigenous cosmology 

was identified as a holistic approach to self, (affective, cognitive, physical and 

spiritual) within matrices of inclusion, consensus, community and horizontal 

rather than hierarchical structures. Theoretical frameworks derived 

predominantly from Fourth World Theory; positing the cultures of Aboriginal or 

Native peoples constitute the Fourth World. A case study of a community college 

used qualitative methods; semi-structured interviews and document analysis. 

Interviews were collected through purposive sampling, providing a longitudinal 

perspective from individuals at the college for 30 years or more. The final 

sample comprised 21 individuals and two groups ranging across strata to include 

staff, faculty, administrators and Chancellors. Data derived from respondents' 

narratives of inclusion, autonomy, respect, and whether a humane working 

environment existed wherein they were treated as valuable resources. Thirty-

seven years of institutional documents were coded into four categories of 
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diversity; 1) philosophical; 2) representational; 3) Environmental; 4) 

Organizational. The trajectory of institutional experience reveals an initial phase 

marked by innovation and inclusion with participatory leadership in the 1960s, 

The final phase is marked by the strong reliance on strategic planning in higher 

education, managerial theories in general and the rise of academic capitalism 

and the market model of education; respondents spoke of being strained, 

overworked, undervalued and working in a predatory environment. Findings 

revealed that representation is not the sum total of diversity. Inclusion within 

the system as it now stands does not achieve equity or equitable conditions. 

The structures and institutions inherent in western cosmology work against 

equity and emancipatory praxis for all, not just historically under-represented 

constituencies. Despite the critical importance of representational parity, efforts 

concentrating solely on that aspect of diversity do not abrogate structural toxicity 

that depersonalizes and dehumanizes. Removing conceptual fetters allow 

diversity emancipatory meaning and healing possibilities for all members of 

society. 



13 

CHAPTER 1 

INTRODUCTION 

"The greatest distance between people is not space but culture." 
-Jamake Highwater 

Multiculturalism in higher education receives extensive focus in the higher 

education literature; it remains a topic of ongoing study and contention within 

the context of both universities and community colleges. Definitions of both 

multiculturalism and diversity in higher education are far ranging, on a 

chronological as well as a conceptual continuum. Much of the literature about 

multiculturalism focuses on the "other"; on being sensitive to the cultures of 

others and on methods and means of incorporating elements and structures of 

different cultures onto campuses. Alongside this literature is the research on 

diversity, which focuses more on the representation of "others" within the 

academy. Again, here the focus is on "others" as defined by ethnicity, and class, 

and also gender. 

My analytical focus in this dissertation seeks to go beyond such 

conceptualizations of multiculturalism and diversity. I do not focus principally on 

"others"; rather I concentrate on the publicly expressed and privately 

experienced culture of an institution, as it relates to all its members. In 

particular, I explore these dimensions of a community college that was explicitly 



designed at its inception in the 1960s to constitute a fundamentally different 

culture and structure. The story I tell of this college can be mapped in relation to 

larger developments in the functions and structures of community colleges 

nationally over the past forty years. However, I go beyond the function and 

structure of the college in question, to explore dimensions of its publicly signified 

and privately lived culture. 

This study shifts the focus from two main external criteria for diversity (i.e. 

gender and ethnicity) or multiculturalism (entree of "otherness") to an internal 

facet of being, that of cosmology. Cosmology here is defined as the way in which 

the world is viewed, the values and ethics inherent in that view and the types of 

knowledge that arises from a specific worldview. The worldview that I focus on 

in this study is Indigenous. I draw on an existing Indigenous category as useful 

for social and cultural analyses. What is common amongst myriad indigenous 

societies, and what serves as a focal point of their cosmologies, is the concept of 

relationship-focused cultures and customs, and of respect and non-exploitive 

interaction with their natural environments and within their own communities. It 

is this common strand within Indigenous cultures that I apply to the study of 

diversity within higher education. The concepts of equity, balance, harmony, 

respect and inclusion are touchstones of Indigenous thought. As such, they 

afford me the ability to undertake a study of diversity that is distinctive relative 

to existing higher education literature on multiculturalism and diversity. 
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There is a growing awareness and need for holistic perspectives in the 

world. There Is an urgent need for our fragmented world to find new ways of 

acting and being; a new way to know how to live. And there is no exemption for 

academia. Indeed, there is a call from contemporary academics to introduce 

notions of community and care into the academy (Rendon, 2000; Lincoln, 2000). 

Issues of respect, well-being and civility have entered the discussions on the 

nature of the academy. John Bennet (2000) writes of the experience of many 

academic professionals, who find, 

that hierarchy and competition dominated, teaching and scholarship often 
seemed distant from the concerns of humanity, the marks of professional 
accomplishment were persistently elusive' and ' to achieve real academic 
victory, it's not enough to succeed; one's colleagues must also fail...many 
faculty members in our colleges and universities are embittered to a quite 
surprising degree...and the very real losses caused by their feelings of 
regret, envy, frustration, betrayal and isolation constitute one of the 
continuing unresolved problems in higher education...the corrosiveness of 
disaffection, alienation, and mean-spiritness. (pp.85-96). 

Inequality pervades relationships in higher education in ways that go 

beyond the categories usually seen as relevant in a typical multicultural context. 

The strife within higher education and academic culture has been documented 

(Kuh, 1988; Sykes, 1990, 1988; Smith, P. 1990). Whether it is conflict generated 

by such variables as race, class or gender, or between status groups such as 

faculty and administrators, inequity and enmity are readily apparent in higher 

education, 

I have become increasingly disenchanted with higher education and 
alienated from the factory model of schooling dominating so many post-



secondary institutions. There are speed-ups, more and more work to do, 
salaries at an all time low, little recognition for quality work and a political 
climate as slippery as a river bank after a downpour. For faculty at 
primarily teaching institutions who are involved in ambitious research and 
publishing agendas, the very long days and weeks take a tremendous 
toll."(Christian-Smith & Kellor,1999:229) 

My examination, then, is for sites where application of concepts from 

Indigenous cosmology could act as a paradigmatic shift in institutional praxis. 

My working proposition is that current efforts towards multicultural ism overlook 

cosmology altogether, in the belief that sufficient efforts have been made to 

ameliorate the "problem" of cultural differences and power differentials. To 

ascertain whether the sample institution has overlooked cosmology within 

current multicultural educational efforts necessitates examining those efforts and 

providing an analysis for insight into the rationale behind and an evaluation of, 

not just the implementation or dismantling of such efforts, but their ongoing 

praxis as well. 

In the higher education literature discussions of multiculturalism are wide 

in scope. From the initial notions of equal access based on simple inclusion to 

the "wars" of cultural differences and various re-definitions of citizenship and 

nationality embedded in "identity politics", debates and efforts concerning 

multiculturalism, in the past, and currently, continue to reconfigure the 

landscape of higher education. 

The literature on multiculturalism in higher education can be separated 

into two distinct but closely inter-related spheres; diversity and multiculturalism. 



Diversity can be seen as subject matter relating to representation within the 

academy. Representation focuses on the inclusion of previously under 

represented groups of women and people of color, with an ongoing emphasis on 

quantitative representation. Concerns about social justice and equity motivate 

efforts along this dimension (Smith, 1997). In defending the educational value 

of diversity, multiculturalism is now couched in terms as part of a democratic 

ideal, "searching for diversity as a resource or benefit" (Hill, 1999). 

Since 1995, much of the literature on diversity in higher education focuses 

on Affirmative Action. The 1995 University of California Regents' decision to end 

affirmative action, and in 1996, California referendum 209 prohibiting affirmative 

action in admissions, hiring, and the awarding of contracts in the state's higher 

education system impacts diversity tremendously (Karabell, 1998). Conservative, 

regressive policy characterizes the past 10-15 years of diversity efforts and 

affirmative action in a very narrow context as euphemisms for race preferences... 

"Race is a fugue that plays throughout U.S. society, including higher education." 

(Olivas, 1997:1) 

California's actions, often acting as a bell-weather, launched a wave of 

litigation and copy-cat legislation to dismantle affirmative action in other states, 

with Olivas (1997) stating, "There has been a virtual retreat from Affirmative 

Action in Texas and elsewhere around the country...private colleges...began to 

bail out...[they] no longer 'take into account' race or ethnicity in admissions"(p.l). 



There were other types of litigation as well, with Anglo applicants suing to 

disassemble preferential nriinority admissions programs (Bowen & Bok, 1998). 

The reversal of the 1978 Bakke decision (Lamb,1994; Howe, 1992) effectively 

opened the flood gates, allowing that diversity "does not provide a compelling 

interest for race-conscious decisions in student admissions" (Springer, 2001). 

Cases such as Hopwood at the University of Texas Law Schools found "minority 

admissions unconstitutional" (Olivas, 1997). Other Affirmative Action cases in 

Higher Education followed, such as Johnson v. University of Georgia; Smith v. 

University of Washington and University of Michigan (Gratz v. Bollinger; Grutter 

Regents of U of M) for both its undergraduate and law school admissions.(l) 

Under attack from legislation and litigation, the topics of admissions, 

access and affirmative action and the benefits of considering race as a factor in 

admissions came into the fore (Bowen & Bok, 1998). "Strategies for this 

consen/ative era in higher education are being devised, examining federal and 

state-supported programs and the new political environment" (Garcia, 1997). 

Relatedly, faculty replacement is at a critical junction in the history of 

higher education in that large numbers of faculty are retiring and it is an 

opportunity to "re-populate" the academy along more racially and gender 

balanced lines. Although in recent years women enter higher education in 

increasingly large numbers, they are still under represented as faculty in most 

colleges and universities, "making up only 27% of the faculty of institutions of 
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higher education with Minority females even scarcer" (Riger, Stokes, Raja & 

Sullivan,1997:1). 

Literature on multiculturalism that does not focus strictly on 

representation takes on a whole host of topics as multiple debates surrounding 

the aims and objectives of higher education, relative to building a pluralistic 

academy (Karabell, 1998). Daryl Smith (1997, 1989) outlines the goals of 

multiculturalism in higher education in relation to campus climate and intergroup 

relations. Issues of scholarship focus on ways to incorporate diverse 

perspectives into teaching methods, curricula and areas of scholarly inquiry so as 

to better educate all students to live in a multicultural society: addressing not 

only race and gender, but the intersection of these and other sources of human 

identity such as religion, ethnicity, age, sexual preference, class and ability 

(Board of Directors, Association of American Colleges and Universities, 2001). 

"Institutional transformation" focuses on the ways in which institutions can be 

restructured to increase equality of opportunity for all students (Chang, Witt, 

Jones & Hakuta, 2000), 

('www.stanford.edu/~hakuta/RaceinHiaherEducation.html'). Pressures for change 

in colleges and universities include the need to serve an increasingly diverse 

society, calling for curriculum reform by faculty and students (ACE, 1999). There 

is the notion of the "engaged university" as cultivation of genuine diversity and 

civic plurality, with "real" multiculturalism enacted through bridging communities 

http://www.stanford.edu/~hakuta/RaceinHiaherEducation.html'


(Barber, 2001). This ideal embodies a notion that there are transformative aims 

and a broader view of learning (Antonio, 2001; Springer, 2001). In this context 

multicultural efforts mean increased cultural awareness, reduced prejudice and a 

greater tolerance for difference (Chang, et al.) 

Much of the multicultural literature focuses on minority or ethnic students 

and their educational attainment and educational outcomes. Researchers have 

established the relationship between racism on campus and diminished academic 

performance (Nettles, 1988) reduced degree persistence (Hurtado, 1992) and 

greater alienation from the institution (Cabrera, Castaneda, Nora, & Hengstler, 

1992; Hurtado, Milem, Clayton-Pederson, & Allen, 1998). Research wants to ask 

"How and why do different "race groups" achieve differently?" (Pollock,2002) 

and these questions are often formed as the "Black- white test score divide" or 

"The Black-white achievement gap" (Jencks & Phillips, 1998). Testing and 

differences in SAT Scores, the concepts of standardized testing and equal access 

play a prominent role in higher education admissions process. These, as well as 

the concept of reduced career aspirations and occupational segregation for 

women and minority students, can be seen as gate-keeping tactics. Fries-Britt & 

Turner (2002) study degree attainment rates and evaluate and study 

impediments to Black Student success. Another aspect of multiculturalism 

appearing in the literature is teaching the "culturally different" (Aminzade & 

Pescosolido,1999) and teaching about Race and Ethnicity as subject matter. 
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Topics such as immigration and the "browning of America" are relevant to 

teacher education (Keller, 2001). Minorities and cultures that are nation based 

are considered, as well as an increasing number of recent immigrants. As 

demographic profiles of schools continue to change to include a broad array of 

linguistic, socio-economic, ethnic, racial and religious diversity, teacher 

preparation for successful practice within a diverse classroom is crucial (Cushner, 

McClelland, & Safford, 2000). Teacher education and teacher training curricula 

now emphasize multicultural education and in-service teacher education, 

"stressing the dynamics of power and oppression in institutional settings" 

(Makkawi, 1999). 

Attention in the multicultural literature continues to focus on Financial Aid, 

college costs, student aid and affordability, particularly for low-income and 

middle-income families fwww.ed.aov/AC/ACSFA/1an99brief/earlvinfQ.hml. The 

role of diverse racial/ethnic and socioeconomic backgrounds in shaping campus 

experiences is also considered (Miller, 1998). 

Many studies focus on Campus Climate, illustrating how research on 

"issues related to campus racial climate can be used to enhance educational 

policy and practice" (Hurtado,et al, 1998). However, the urge to include diversity 

is often seen as a "New Oppression". Multiculturalism now becomes a 

"Dictatorship of virtue" with the perception that multiculturalism and culture wars 

divert education from its primary goals (Chang, 2002). Postmodernism and 

http://www.ed.aov/AC/ACSFA/1an99brief/earlvinfQ.hml


reflexive multiculturalism are seen as contributing to a fragmented ideology 

(Butin, 2001). The efforts to increase access for under represented groups and 

Minorities, either in body or in programmatic efforts, are seen as divisive. 

Multiculturalism is viewed as a topic that divides campuses, forcing students to 

feel marginalized whether they are of color or white (Levine & Cureton, 1998). 

Knowledge production and the re-constitution of the notion of 

"knowledge" are also effected by concepts of multiculturalism and there are 

continuing debates on the legitimacy of "the processes through which 

information in the natural sciences become legitimated as knowledge and truth, 

with "...Echoes of virtually every recent dispute about how to conceptualize race, 

racism, imperialism, colonialism, science, technology, the social studies and the 

philosophy of science and technology, and the relations between all or any of 

them..."(Harding, 1993, 1998). Subsequently, the exponential growth of 

contending epistemologies all become issues in the preparation of education 

researchers (Schoenfield, 1999). 

Other literature pertinent to the transformation of higher education 

includes that of academic capitalism, (Slaughter & Leslie, 1997) explaining the 

changing orientation of the academy to a more capitalistic endeavor, which has 

implications for my topic of research. 

In relation to the previous literatures reviewed, my research also 

examines multicultural efforts in higher education, focusing on means of 



increasing a sense of inclusion. I, too, focus on some aspects of representation, 

but extend the scope of my discussion to include additional aims and objectives 

of diversity in higher education. My research also discusses aspects of the still 

substantial gate-keeping tactics and the reemergence of neo-conservatism 

indicators in higher education that persist in keeping hegemony intact so that 

efforts to remediate towards issues of social justice and equality remain elusive. 

And like perspectives guided by critical theory and postmodernism, I attempt to 

discern and uncover unequal relationships of power and the subsequent ways 

that power maintains hegemonic rule. Furthermore, my research identifies 

diversity as a benefit to society as a whole, as something crucial to the well-

being and growth of both individuals and of our global society and not simply as 

a euphemism for legislative entitlement for some. However, my research also 

differs in many ways from the general body of literature on diversity and 

multiculturalism in higher education. 

The conceptualization of my project began by asking why, despite the 

discourse and egalitarian rhetoric of the early 60s up until current times, is there 

a constant of exclusion and inequality in higher education? Even as we enter the 

21^ century, despite over forty years of attempts to alleviate these grievances 

within higher education, inequality and disenfranchisement are prominent and 

persistent features of our educational systems, our nation and the larger global 

society. The point of entry into my research began as frustration in light of the 



perpetual reality of inequality and disrespect that pervades all records of 

attempts to achieve equality, in spheres both inside and outside of higher 

education, from historical to contemporary accounts. Attempts at amelioration 

might pass through cycles of social ferment, bringing injustices to the forefront 

of public awareness in national and global contexts. But then these larger 

emancipatory projects seem to lose support, with both interest and 

understanding receding although the inequalities and inequities persist; 

conditions can worsen or even regress. One assumes, if popular and academic 

discourse and the related espoused goals are any indication, that certain 

outcomes are highly desirable by individuals, by nation-states and other 

collectivities: outcomes such as acceptance of diversity, pluralism, egalitarianism, 

respect of the individual and communal values being the most prominent. Yet 

these ends have yet to manifest. 

One difference, then, that characterizes my topic lies in searching for 

some insight and perhaps some clarity seen from a perspective that is applicable 

to the affective, human side of life, regardless of categories of differentiation, be 

they race, class, gender or ability. This provides the reason for the personal 

dimension through which I approach this topic. Additionally, my research differs 

in that I begin by altering the premise of diversity efforts from the tactics of 

representational inclusion to the consideration of diversity from a different world 

view, drawing the focus of my study into a cosmological sphere. It is through 
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cosmology that I conceptualize a more comprehensive deliberation of 

multiculturalism. I intentionally focus on subjectivity and the emotional 

experiences of individuals within the institution from the context of an 

Indigenous perspective. This sheds light on an aspect of multiculturalism that, 

up to this point, has been left unexamined. 

Issues of diversity and multiculturalism most often surface in forums 

focusing on innovation and new ways of proceeding. But innovation and a break 

with tradition do not always indicate a move towards diversity paralleling 

Indigenous practices. Every movement forward in time is marked by some 

degree of innovation. In every age, indeed the very essence of what is conceived 

of as modernity occurs when there is a breaking with the past and a new way to 

view the world emerges. This in no way means however, that new ways 

automatically have similar values as Indigenous thought or cosmology. In 

present day vernacular, innovation is at times considered synonymous with 

"scientific" breakthroughs, technological inventions or hidden assumptions and 

infrastructures revealed through postmodern deconstruction. "Progress" is often 

a term coined at the juncture when the very essence of what defines indigenous 

is being destroyed, either culturally or materially. So in the following analysis, 

simply tallying new ways of doing things is not the goal. Rather, I examine for 

initiatives to instigate and maintain methods and practices that embrace inclusive 

and holistic means, moving towards comprehensively holistic ends. What I look 
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for are processes and procedures mirroring and hence producing an environment 

more along the lines of Indigenous principles and environments; communal, 

sustainable, interdependent, caring for the whole individual with decisions based 

on an ecology of the whole community. These processes and procedures would 

lead to less hierarchy, more allowance for ambiguity and heterogeneity, more 

inclusion of multiple views and perspectives. 



Dimensions of Diversity 

My study involves pursuing an analysis of publicly signified and privately 

lived culture in terms of various dimensions of diversity. Some literature focuses 

on issues of campus climate and work environment, from which I can discuss 

environments and organizations; while other literature examines factors 

pertinent to numerical representation of women and people of color, or 

representational diversity. Through reviewing these bodies of literature I 

generated the following categories that provide a corollary to differing phases 

and concepts of diversity efforts in higher education. The first coding category 

for data analysis is: identifying and contextualizing for four different "types" of 

diversity found thematically in the institutional material: a) Philosophic diversity; 

b) Representational diversity c) Environmental diversity and d) Organizational 

Diversity. 

Philosophic diversity looks for language that advocates and espouses the 

ideals of social justice and reform, democratic ideals, equality and an inclusive 

society. In this category I look for the institution to declare its values and to 

explicitly state a value for diversity. 

Representational diversity is that category that quantifies people according 

to ethnicity, class, gender or any other protected category such as disability or 

Vietnam veteran status. 



Environmental diversity emphasizes the altruistic and humane element in 

relationships and within institutional climate. This category refers to placing 

caring and respect before status or title, it looks for reciprocity and mutual 

respect between entities. 

Organizational diversity indicates attempts within the systems of 

governance, organizational structures and culture to reconfigure processes and 

procedures and redefine traditional structures, with the goal of dismantling 

hierarchies and stratified authority. This category looks for inclusion and 

participatory styles of leadership and management, for open communication and 

communal modes of operating. 

Research Questions 

Through my research questions I examine for the presence or invisibility 

of Indigenous thought, norms and modes of being in past and current 

institutional practices and processes; with the rationale that an equal cultural 

presence (as opposed to simply a physical presence indicated by numbers) is a 

prerequisite to equality and essential for achieving and maintaining a 

comprehensive and sustained multicultural environment. It follows, therefore, 

that the institution can exhibit at least some proportion or components of 

thought, structure or design that is compatible with Indigenous cosmology. I 

examine whether historical and current practices and environments are dictated 
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primarily by western paradigms and norms. I look for the manifestations of 

practices and environments that to some degree mirror and reflect an 

Indigenous reality. 

To gauge whether or not institutional practices manifest as comprehensive 

respect in the personal experience of the organization and whether or not, or to 

what degree, an overall condition exists which supports or negate the concept of 

comprehensive equity from an Indigenous perspective as a viable "eco-system", 

my research questions are: 

1. Are the norms and values of relational respect, consensus, inclusion and 
participatory decision-making (representative of Indigenous cosmology) a 
part of institutional practice? la) what can be determined about the 
relationship between the institution and the individual in the context of 
such an Indigenous worldview? 

2. What efforts has the institution made, and what environments, historically 
and currently, has the institution constructed, in the implementation and 
praxis of ongoing, differing definitions of diversity? 

3. Within relationships and work, is there an "ecosystem" of support and 
nurturanee that sustains individuals with respect; a relational integrity that 
allows and maintains autonomy and humane modes of creative 
production? 

4. How, and to what extent, are elements integral to Indigenous cosmology 
experienced by the individual? 

5. Over the period under study, to what extent does the institution provide 
contexts and constraints in which Indigenous values can be practiced? 
Additionally, 5a) has that context changed over time, and if so, how? 
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FRAMEWORK 

I use strands fronn several theories and authors to develop the framework 

for this research. I use analogies and metaphors, not only because I have much 

to gather together, fragments that must be woven together to form a 

comprehensive whole, but also because one aspect of the research may be to 

render visible what is often deemed as non-existent, "Embedded in these 

psycho-cultural dynamics. Indigenous knowledges are rendered invisible to non-

Indigenous eyes" (Mosha, 2000). 

From structuralism I use the concepts of absence and presence and 

searching for foundational concepts. Yet, ceding the critique from Post-

structuralism, I also negate both meta-narrative; in this case the ostensible 

aspiration for equality, and deterministic outlooks that we supposedly cannot 

transcend. My overall analytic approach does agree with postmodern precepts in 

that I deny any one theoretical meta-narrative or singular totalizing narrative to 

have authority to explicate the issues under examination. 

To better address my topic in higher education, several theories are "nested" 

within an underlying frame of Institutional theory. 

In the sociological tradition, institutionalization is both a 
'phenomenological process by which certain social relationships and 
actions come to taken for granted' and a state of affairs in which shared 
cognition define 'what has meaning and what actions are possible'. 
(Powell & DiMaggio, 1991:9) 
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The possibility of not considering options that might prove valuable can find 

credence in institutional theory where, "Institutional arrangements are 

reproduced because individuals often cannot even conceive of appropriate 

alternatives (or because they regard as unrealistic the alternatives they can 

imagine)" (ibid, p.11). 

Also from Institutional theory, I look at the unexamined "taken-for-

granted" assumptions within organizations that link Institutional Theory 

specifically to Organizational Theory. 

As Powell and DiMaggio (1991) note, Bourdieu's notion of habitat' is 

instructive. The notion of habitus is primary to my discussion analogous to the 

idea of the embeddedness of a dominant cultural paradigm that resides within 

the organizations and culture of higher education. My research is premised on 

the opinion that higher education, as an entity, does indeed act as a habitus. 

Bourdieu (1990) offers a series of expanding definitions of the habitus. 

The practical world that is constituted in the relationship with the habitus, 
acting as a system of cognitive and motivating structures, is a world of 
already realized ends, procedures to follow; paths to take, and of objects 
endowed with a "permanent teleological character "(p.53) 

Bourdieu's habitus provides the "terra firma" from which organizational 

culture and its' guiding institutions springs, 

The habitus is the principle of a selective perception of an indices tending 
to confirm and reinforce it rather than to transform it..inclining agents to 
"cut their coats according to their cloth" and so to become the 
accomplices of the processes that tend to make the probable reality, (p.64) 
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Bourdieu provides a relevant point of departure for my discussion of cosmology 

and of the need to examine, not necessarily overt conditions, but the covert 

assumptions that guide behavior, identifying habitus d ŝ an. 

Implicit pedagogy, which can instill a whole cosmology...and can inscribe 
the most fundamental principles of the arbitrary content of a culture in 
seemingly innocuous details...so putting them beyond the reach of 
consciousness and explicit statements. The cunning of the pedagogic 
reason lies precisely in the fact that it manages to extort what is essential 
while seeming to demand the insignificant...[it] reinforces belief in the 
prevailing system of classification by making it appear to be grounded in 
reality- which it actually is- since it helps to produce that reality...(p.69) 

I also draw on ideas from other theories and concepts. Built upon as 

supportive but less "weight-bearing" are concepts from organizational theory and 

its use of rational choice theory, the history of Weber's "iron cage of rationality" 

and the intensification of bureaucracy, as well as Powell and DiMaggio's 

isomorphic practices. I also consider higher education in light of Parson's analogy 

of organization as a "tool in the hands of master", considering its means and 

ends as a social tool and the nature of the master; the whims and wishes as to 

what edifice is built. Linking organizational and "new" institutionalization theory 

Scott (2001) emphasizes, "A focus on the centrality of cognitive systems forms 

the foundation for the sociological version of the new institutionalism in 

organizations" (p. 17). 

I call on Critical Theory for its insistence and primary analytic drive toward 

issues of social justice through questioning and examining the locations of 

benefit and accrual of power; looking for the assumed and unexamined norms 



within a specific context. Investigation along a historical dimension can illustrate 

certain continuities, so, not as a theory, but as a method, Historicism gives 

structure through laying out a linear chronology of events and provides stepping 

stones of points that lead up to how things are currently configured. 

In addition, some insight is gained from the influence of hermeneutics. 

The concept of the hermeneutic circle or round facilitates understanding of a 

part-whole structure, 

That is, in the meaning gestalt that ...the part is understood in terms of 
the whole and the whole in terms of the part. We are not to say that 
one...causes another but rather that it is related to it. (Phillips, 1996:82) 

Hermeneutic understanding of the past is then not a simple construction 
of the context in which the historical...emerged: it is rather a conversation 
with the tradition in which the issues that exercised the particular epoch 
continues to exercise us. (Phillips, 1996:53) 

Additionally, I use World-System Theory. Spanning across time and place. 

World systems takes my topic outside the time frame of multicultural efforts 

within higher education and locates the confluence of factors I discuss in a 

diachronic global continuum. Including World Systems Theory would seem to 

reinforce the perpetual economic context, but it actually allows the issues of 

inequality to be removed from simply the economic realm and enter into an 

arena where socio-political-cultural aspects can be taken into account. Although 

rooted in the materialism of Marxism, and expressing "an aversion to cultural 

explanations" (Goldfrank, Goodman, & Szasz, 1999:64), World-System Theory 
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concurs with Indigenous thought in its insistence on comprehensive inclusion. In 

trying to indicate the scope of my topic I want to at least attempt to abide by, 

...the core world-system theory idea: that we must look at everything. 
Braudel (1981) once wrote to the effect that no description can even 
begin to lead to a valid explanation if it does not effectively encompass 
the whole world...world-system theory takes a long historical view to 
understand the development of our current social/economic systems. 
(Goldfrank, et al,1999:62) 

World-System Theory is also useful in that it takes discussion of the 

impact of Western capitalism and its effects out of a debate on the chronological 

split of modernity/post-modernity. In fact, recent discussions in World-Systems 

theory attach the emergence and presence of global capitalism to a period of 

about five thousand years (Goldfrank, et al, p.65). Since I equate capitalism and 

its attendant inequalities as an institution of Western paradigms, this time 

estimate gives an indication of the longevity and duration of such an institution. 

But at all times my perspective is most fully grounded in 4*^^ World Theory, 

which, modeling Indigenous cosmology, displays a comprehensive and all-

embracing understanding of relationships on a planetary level. 

Native American author Ward Churchill (1981) explains the complications 

involved in trying to explicate Indigenous worldviews though the lens of non-

Indigenous theoretical analytics, 

...infinitely more difficult to deal with is the consideration that the linear 
and fragmentary European conceptual model...is simply incapable of 
dealing with conceptual differences... Native American and other non-
European cultures [are]...warped or disregarded by virtue of the European 
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tradition lacking the analytical tools through which to comprehend how 
such realities might exist at all (Churchill, 1981:54 ). 

The structure of European conceptualization may be schematized...in such 
a schema, "knowledge" is divided into discrete content areas arranged in 
a linear structure. This division is permanent and culturally enforced...The 
social structure itself is popularly construed in this fragmentary fashion: 
church, state, militar/, government, business, family, education, and art 
(or worse, 'culture)...When the preceding is contrasted to a non-European 
example, in this instance a Native American one, the problem at hand 
becomes readily apparent: within such a structure...there is really no 
compartmentalization of "spheres of knowledge". All components or 
categories (by European definition) tend to be mutually and perpetually 
informing. All tend to constantly concretize human existence with reality 
while all are simultaneously informed by that reality. This is the "hoop" or 
the "wheel" or "circle" of life referred to within the (continuing) oral 
traditions of so many indigenous peoples. Reality is not something 
"above", but an integral part of the living/knowing process itself." 
(Churchill,1981:54) 

Fourth World Theorv 

When existing social theory cannot explain why race, gender, sexual 
orientation, power and class differences continue to confound citizens and 
their social institutions in a "democratic" society, then perhaps...the need 
for new theory is implicit. (Tanaka, p.288) 

Formulated by George Manuel, written in 1974, the "Fourth World" 

distinguishes an "Indian Reality". Manuel makes a distinction between a simple 

designation of all ethnicities populating the "Third World" and the "Aboriginal 

World", 
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Were there not already a common understanding of the universe shared 
by many, if not all, of these people before the coming of the Europeans, 
the mere fact that we all had... foreign domination would not be an 
enduring link...[ it is] the shared values that distinguish the Aboriginal 
world from the nation-states of the Third World...(p.5) 

Each time I have visited another aboriginal people in their homeland-the 
Maoris and Australian aborigines, the Polynesians, the Lapps, the Africans-
I have been touched by two kinds of common bond I held with the people 
I was greeting. First the distinction between the Third World and the 
Aboriginal World is at present political, but will eventually be seen as 
religious (spiritual) and economic. Second, when I met with the Maori 
people, on my first trip beyond the shores of North America, if I had said 
to them, 'Our culture is every inch our land', the meaning would have 
been obvious to them. Whenever I have traveled in the Aboriginal World, 
there has been a common attachment to the land (p.5). 

We share the same vision and the same experiences and we are alike in 
our traditional ways'...the concepts of the "Sacred Four Directions" and 
the "Sacred Circle" were common to nearly all native peoples...The original 
nations throughout the world, Manuel reasoned, are the Fourth World 
(Ryser, p.4) (httD://www.cwis.orQ/fwi/22/amlea.htm') 

Admittedly, Indigenous populations differ worldwide because of 

geographic location, topography of land (which is a primary referent for specific 

religious practices), different languages and customs. But a shared cosmology is 

based on, as mentioned above, being earth referential, earth reverential and an 

all-inclusive, spiritually centered world-view. Who then, compromises the 

Indigenous constituency, and what, then, constitutes Indigenous cosmology? 

...within the framework of the values of the people of the Aboriginal 
World...It seems to me that all of our structures and values have 
developed out of a spiritual relationship with the land on which we have 
lived. Our customs and practices vary as the different landscapes of the 
continents, but underlying this forest of legitimate differences is a 
common soil of social and spiritual existence. (Manuel, pp7-9) 

http://www.cwis.orQ/fwi/22/amlea.htm'


Fourth World Theory, as a theory, and Indigenous cosmology as a 

worldview, are not meta-narratives in that their underlying function is not based 

on the purposes of covert domination and hegemonic practices or hegemonic 

structures; there is no ulterior motive of domination or control. It does not seek 

to congeal and make everything homogenous; indeed its very nature is 

heterogeneity. Indigenous theoretical philosophy does not "totalize" in that 

everything is not explained (as in structuralism) nor is an underbelly of 

inequitable power revealed (as in postmodernism) but mystery and ambiguity 

are constantly present and honored as lessons for our benefit. 

Some of the points of difference where theories from Indigenous sources 

depart from post-modern theories are critical to my thesis for in some ways they 

exemplify the differences between Indigenous cosmology and a world view 

constructed through the eyes of "empire". If someone were to conduct an 

exercise in contrast and comparison. Fourth World Theory breaks with many of 

the tenets of social theory and methods used in social sciences. Of course 

metaphysics is paramount in Indigenous cosmology and in 4*^'^ World Theory. 

Indigenous cosmology mitigates historicism because it denies linearity but is, 

instead, circular. Another example of postmodern attempts towards 

comprehensiveness is the Deleuze and Guattari (1987) "rhizome" theory, 

denouncing hierarchy; yet it also denies "roots", critical to the Indigenous 

perspective. (But deconstructionists within Western paradigms have a different 



mission in the searcli for freedom; they seek to demolish the totalizing roots of 

hegemony; while Indigenous conceptualizations cling to and seek to recover its 

roots which are already embedded in freedom.) The "mind as rhizome" 

metaphor ignores the natural reality of a rhizome in that it is very short-lived, 

specifically because of the nature of its biology. Rather than "having" roots, a 

rhizome is a root itself, it is born, flourishes from self-propagation and dies very 

quickly. This actually is the epitome of postmodernism, self-referential and cut 

off from interaction, negating any type of mutual dependence or bid for longevity. 

In emphasizing the fragmented and frenetic, the concept of rhizome also 

stresses the repudiation of roots, and therefore history, because the modern 

itself does not refer to a given historical period, but (it refers) to that which the 

postmodern criticizes (Levy,2000). Indigenous cosmology honors the continuity 

of the earth, maintaining traditions that specify relationships through time. The 

negation of history has also been seen as problematic in structuralism for 

focusing on the synchronic. Phenomenology allows for the subjective but denies 

the metaphysical; and postmodern in general supports the "centered subject" 

really. Additionally, most postmodern theories reveal themselves to be based on 

rationality, where all emotions are ontic from Heidegger on. As the postmodern 

author Derrida claims, "There are only everywhere, differences' (Derrida, 1968:5). 

Discerning differences does not have to act as a divisive indictment, but 

can be seen as the preliminary to seeking consensus. Yes, everywhere there are 



differences, how can those differences be accommodated in the world, equitably? 

One successful dimension of hegemony in its quest to reproduce itself has been 

the negating of any alternatives, to negate a holistic perspective of the world 

based on harmony rather than competition and consequently, the conditions 

wrought by hegemony are construed as inevitable and therefore "natural" and 

progressive. 

Case Studv Method 

Using a case study to exemplify the parameters of this critique, my study 

focuses on diversity in a community college over the last four decades, from 

1965 to the year 2001. During this span of time there have been enormous 

changes in social processes, in the thought processes used in understanding and 

in conceptualizing the world. In my study I focus on faculty, administration and 

staff, as those who live and work continuously within the organizational culture 

and who are less transient actors within the institution. 

I chose a community college for several reasons. First, the choice of a 

community college was shaped by the rhetoric of community, access and being 

an institution for "the people", in some ways epitomizing the multicultural 

concept. In the 1995 Presidential address at the annual ASHE meeting, Patrick 

Terenzini speaks to the 



...educational and social significance of community colleges...it has been 
these institutions that have been responsible for extending equal access to 
higher education and greater social mobility to ail Americans. Between 
1978 and 1991...enrollments in two year institutions rose by 31%, and the 
number of two-year students is expected to grow by another 11% before 
2003 (Terenzini, 1996:7). 

As such, my sample may not be representative, but extrapolations can be made. 

Community colleges are also very overt in their ties to business and 

technologically shaped, market driven education, providing data for the analysis 

of pervasive commoditization of the educational enterprise. 

Institutional size was a consideration because of the methods chosen, an 

in-depth study that demands both archival and fieldwork. A community college 

makes a case study more feasible than might be possible at a large university, in 

light of the intensive nature of interviews and the diachronic nature of the 

document analysis. The factor of time is also pertinent, as it is a diachronic study. 

This particular community college has been in existence for 36 years, enabling a 

historical, longitudinal document analysis. Not only is this a more viable time 

period to grapple with, pertaining to documentation, but I can also see how 

diversity and intent were built into the infrastructure at the very onset of the 

institution. Since the community college campus I use as my case study began 

in the 1960s diversity will not be an "add-on", as in institutions with longer (more 

entrenched) histories, patterns and cultures. In fact, because the notion of 

diversity is supposedly integral to the concept of community colleges, it can 



prove to be an excellent diagnostic, to see exactly how that concept plays out, in 

terms of both Western and Indigenous cosmology. 

Design of the Study 

Multiculturalism implies a symbiosis of mutually beneficial coexistence; 

and equity cannot truly exist within a hegemonic domain. If there is balance, 

there must be some measure of equilibrium between two (or more) worldviews. 

If there is equilibrium, then the institution can be viewed from an Indigenous 

point of view and found at least partially compliant, with some degree of 

reciprocal use of values and rationales from an Indigenous point of view. 

Considered from this perspective, if the examination fails to find balance and 

symmetry, the conclusion can be reached that cultural imperialism and a 

colonialist terrain still hold sway. This research will be geared towards 

determining whether, how and to what degree these conditions hold true. 

Within this study, I use both analogy and metaphor. One elemental theme 

is to use the concept of an ecosystem as analogous to that of the institution in 

my discussion of diversity in higher education. There is the notion, not only of 

sustainable environments, but that of constituent well being. The analogy is 

instructive on several levels. 

The concept of an ecosystem coincides with much of the tenets of 

Indigenous knowledge, the notions of balance and harmony and the 



conceptualization of life as a circle, in its communal nature. Bateson (1992) 

describes ecosystems as "a balance in order to evolve a creative living-epistemic 

practice." An ecosystem denotes a holistic perspective; that of wholeness, of 

interrelations and interconnectedness. Then there is the implicit expectation of 

health and well being: Ecosystems survive only when the relationships 

established within any given system are mutually beneficial for ail constituencies 

involved otherwise that system ultimately fails to sustain the life within it, and 

consequently, itself. The concept of an ecosystem explicitly demands that there 

is an awareness of the interdependency between sectors. Another factor in the 

use of an ecosystems model is the intention of sustainability; the notion of a 

consciousness of others in all decisions made, a shared responsibility and 

accountability for all actions and deeds, because of the impact those decisions 

have on all within an environment, including the physical environment itself. 

Inherent, also, within the definition of ecosystems is the notion of future 

generations, that patterns imbedded become the normative frameworks that 

individuals grow and develop within and that whatever is crafted today is a 

legacy for tomorrow. 

However, another reason for the central importance of the eco-system 

analogy is that diversity is imperative within the integrative concept of an 

ecosystem, "...the 'unity' of ecology is gotten, paradoxically, through variety; the 

variegated web of life whose integrity is measured in terms of diversity" (White, 
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1998:58). So the health and well-being of any living system can be measured 

through its allowance for, and incorporation of, difference. 

Sample 

In a systematic analysis of the community college, I examine multiple 

indicators of efforts to alter traditional educational systems in the 

accommodation of diversity. This process is meant to determine if the 

institution's efforts, in the past and currently, are inclusive of cosmology in their 

endeavors towards diversity. In summary, the tracking and tracing will try to 

profile the following information concerning thematic diversity: 

• The historical background of the college's diversity efforts. 

• the ongoing objectives of the college, in terms of diversity. 

• the specific strategies within the college for implementing and sustaining 

diversity: whether efforts are organizational, environmental, 

representational, philosophical, or a combination of types. 

Though harder to measure, these indicators indicate the spectrum and degree 

of understanding the college brings into play, its efforts and willingness to 

reconfigure traditional structures in implementing diversity. The analysis enables 

patterns to emerge as to the institution's commitment, demonstrated through an 

equitable distribution of both effort and budget, over time and pervasive 

throughout the institution. 
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Cosmology, representative of values and beliefs, lives in people's heads as 

ideas and "ideas are embedded in the environment" (Blaut, 1993:32). An 

environment resulting from a shared consciousness manifests the cosmological 

structures and realities from all constituencies. And since cosmology is 

subjective, any environment, whether planned or incidental/ implicit or explicit, is 

experiential. I question individual's experience of their environment to determine 

the degree to which certain traits and characteristics of cosmological realities 

operate within the institution. Interviews are used to highlight individual 

experience, to find the personalized account of the environment. These 

inten/iews take the form of associative narratives and dialogues. 

In my study, it is important that I include Anglo as well as non-Anglo 

respondents to indicate the significance cosmology has for a pluralistic society 

and the deconstruction of a dominant and hegemonic monoculture. 

In the final analyses and presentation of data I examine and report on the 

types of thematic diversity found, merging the quotes from the individuals 

interviewed, a juxtaposed synthesis of both the voice of the institution and the 

voice of the actors within it, presenting a more comprehensive account of 

interaction and dynamics. 
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Definitions 

Holistic-

I use holistic as the concept meaning encompassing the totality of human 

experience, the cognitive as well as the affective, the physical as well as the 

spiritual. This immediately includes the subjective. This inclusion is not limited to 

humans, but also considers resources and how they are used and relations held 

to them, hence the eco-system analogy. There is the assumption of 

interdependency and mutual need for holistic survival of the entire ecosystem. 

Cosmoloav-

"Bourdieu holds that through the business of everyday life people learn 

and construct models of how the world is, how the world ought to be, of human 

nature, of cosmology. These models do not simply fulfill purely theoretical or 

cognitive functions; they are about doing as much as they are about 

knowing."(Tierney/Lincoln, 1997:10) To assist in the means of explaining and 

interpreting cosmology, Blaut's (1993) definition of ethnoscience is useful: 

The subject matter of ethnoscience is belief (author's emphasis). The 
fundamental, though not the smallest, unit of study in ethnoscience is the 
statement of belief and the person or group who makes and holds to this 
belief statement... beliefs assemble themselves into belief systems...each 
belief system, in turn, is assembled (psychologically) into various sorts of 
higher order systems...The highest level...is the groups ethnoscience as a 
whole. Included here are all the beliefs held to be true, or possibly true, 
about the external world, natural and social; beliefs about the self or 
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person; and beliefs about the technique- the self's capacity to manipulate 
and influence the world (pp.32-34). 

The differences between Western and Indigenous perspectives rest on a 

fulcrum of worldview. Moreover, this is literally how the physical world is viewed, 

incorporating epistemology and ontology. In the Western construction, the 

physical world is inert; a position that can be traced not only through Western 

science and post-Enlightenment thought, but also in dominant monotheistic 

religions that save sentience for human beings as those endowed with a soul 

(this excludes animals as well). In an Indigenous construct, the world is animate. 

This is not a religious position, that the world is animate, nor a superstition. It is 

a "secular" position in that it is carried into the everyday "worldly" activity of the 

indigenous society. Within the framework of indigenous societies Is the concept 

that all things are sacred. If looked up in the dictionary, "sacred" has several 

initial definitions associated with religion, but the 4th and 5th definition state it 

as simply, "regarded with reverence" or "secured by reverence against violation". 

It is another consequence of the Enlightenment that the "sacred and the 

profane" become exclusive one from another. What then, would be the 

description/definition for Indigenous? 

For the purposes of this dissertation, I am stating cultural parameters for 

the term Indigenous. The term indigenous is representative of the peoples and 

cultures who speak as delegates at the United Nations in the initiative for the 

Declaration of the Rights of Indigenous Peoples (in draft form since 1980). It is 



acknowledged that "Indigenous", in a strict dictionary definition, means a person 

or people "originating in a specific region or country" (Random House dictionary). 

This means all people are essentially indigenous to SOME PLACE. But the term 

"indigenous", currently, has come to have several additional connotations, 

especially in a global context. Indigenous peoples and cultures are also known 

as First Peoples, First Nations, Native peoples, or Aboriginal. Indigenous is not 

simply synonymous with "non-Anglo"; Indigenous is not synonymous with Ethnic 

or non-western. It is not a conflated conglomeration of all non-western societies. 

As a result of its global proportions, indigenous peoples are not either, only, 

categorically, "people of color". I think this is a significant factor for the use of 

Indigeneity as an analytical lens, in that it crosses assumptions and perceptual 

boundaries of race and ethnicity and delves into an internal aspect of being. 

Indeed, what is interesting is that there are Indigenous peoples found on every 

continent, the Saami of Norway, (Finnish Lapland), the Ainu of Japan, and of 

course all of the North, Central and South Americas. Indigenous cultures and 

thought can lay embedded within another "non-Western" nation, such as the 

Natives of East Timur within Malaysia or the Quechua Indians of Peru. Non-

western governments can lay waste to Indigenous populations as well as those 

of the West. The reasons for the ubiquity of the decimation of Indigeneity are a 

part of the premise and discussion of this study. 



My definition of Indigenous rests within the self-reporting of indigenous 

voices themselves, my own place within an Indigenous identity, as well as a 

single factor that is arguably the defining characteristic of Indigenous thought 

itself, that of relationship to universal cosmic life and all that springs from it. 

Since a part of the difference in my approach lies in how I came to settle 

on this focus for my research and how I position myself in relation to this topic, it 

is fitting that I provide the personal context critical to my perspective. This is 

perhaps a good point at which to introduce a discussion "situating" myself as 

researcher. 
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Myself as Researcher 

"By focusing on how social actors conceive of and model society, 
cultural analyses of society force social scientists to look back up 
the barrel of the microscopes at themselves." (Binder and Weisberg, 
Stanford Law Review, 49 Stan. L. Rev. 1149 May 1997) 

"You must learn to use your life experience in your intellectual work: 
continually to examine and interpret it." (C. Wright Mills, 1959:216) 

There are so many ways my life has enabled me to view multiple 

perspectives that I believe I have a solid grasp on the nature of complexity. I 

have a background rich in the experiential of difference. 

The youngest of seven children, my oldest brother is twenty-two years 

older than I am; we are of two different generations. Because my family, or at 

least portions of us, moved frequently when I was young (by 10th grade I had 

attended about 13 schools), I was always able to see anew and in different ways, 

because of their relative strangeness to me, contexts that others ignored 

because they deemed them familiar; I was able to cultivate an ability for 

observation. Though I was born in St. Paul, Minnesota, I feel my "homes" have 

been on islands. Besides Minnesota, I have lived in California, Hawaii, Oklahoma, 

Oregon, Puerto Rico, and St. Croix in the Virgin Islands. I have visited 

extensively throughout the states, Colorado, New Mexico, New York, Virginia, 

Washington, as well as outside of the states; Mexico, England, the Netherlands, 

and the east coast of Africa. 
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I am both emic and etic from the beginning. I come from a mixed ethnic 

heritage: My Father is Native American (Yuchi/ Creek) my Mother is African-

American & Native American (Cherokee). I and my sisters and brothers are on 

the "tribal rolls" of the Muskogee/Creek Nation. When I was little my father 

would tell me about the character of the Yuchee, how they would not accept 

attempts to assimilate them; how they fought the Anglos and were so decimated 

in numbers that by the time of the Long Walk, the Yuchee were grouped 

together with the Creek. 

I believe that I learned early on to "question authority". It was not only in 

my nature, but encouraged by my parents as a defense for a child of color in a 

racist world, as well as an inescapable fact if you were given historical 

information. As a child, when I read the history of Blacks or Native Americans, I 

recognized that "authority" is not always legitimate, not always ethical, though it 

may hold the current regime. Through practices such as slavery itself; making it 

illegal for slaves to learn to read; making Native American language, religion, 

and thereby Indigenous culture, illegal, I realized that what is "legal" is not 

always "right"; by legally disenfranchising most Blacks and Native Americans 

until the 1960s, and socially and psychologically disenfranchising still to this day, 

I became aware that injustice can be both legal and legitimized by the dominant 

society. So I came early to not taking "authority" at face value, but to scrutinize 

what is supposedly being upheld and who is doing the upholding, and the source 



of the power that supposedly legitimates them, whether at its base it is ethical or 

simply based on hegemonic traditions. 

The imperial presence of the United States was often apparent throughout 

the world in many places I lived. My mother worked in Civil Service and at one 

time was employed as a Librarian on an Army base in San Juan, Puerto Rico and 

so we went to the base-school, but lived off-base as non-military personnel. I 

saw how most of the military personnel never really left that base: they simply 

tried to reproduce mainland, U.S. within those boundaries. My mother also 

worked for immigration in St. Croix, Virgin Islands, In both of these places the 

political history was evident. In St. Croix we lived out in the country, yet had 

friends who lived near the ritzy hotels where the tourists came to vacation. I 

could see that all the employees were natives, but all of the guests were Anglo. 

In Puerto Rico, I remember the turmoil that surrounded every election-day when 

people were warned to "just stay indoors" because of the volatile behavior that 

would erupt over Independence, Statehood or Commonwealth status of the 

Island. I learned about how people felt about being an appendage to the United 

States. And in Hawaii, although the streets may have Hawaiian names, I saw 

the preponderance of the "Bishop" name on museums and schools. 

In so many places I've lived history attests to domination and colonialism; 

in Hawaii, there were of course the missionaries, but they had been preceded by 

Cook and his invaders; the Micronesian islands were "possessions" by Spanish 



and Japanese and Germans; in Puerto Rico after the majority of Caribe Indians 

were basically decimated by slaughter, there was the mixing of remaining Caribe 

Indians and Africans brought in as slaves, and also there was the mixing of 

Africans and Spanish. 

I often encounter what I call the tyranny of externality, in either people or 

systems trying to classify you, especially racially. On every form I've ever had to 

fill out, where they ask for your race, they only have discrete categories, never a 

designation for a person with a mixed heritage. I use to check both "boxes", one 

for Native American and one for Africa-American or simply check "Other". 

However, always, somewhere within the system, one of the identities was 

deleted. It is interesting that it was the Native American selection that was 

usually deleted and I was thereafter identified singularly as Black or African-

American. I think this has to do with the "one drop" notion of race construction. 

Even today, in my PhD studies, the graduate college of the University I attend 

has followed this same practice. I have often been asked to "choose one" in 

terms of self-identify, and I always ask, "Who would you have me deny, my 

father or my mother?" People don't like ambiguity and often try to "pigeon-hole" 

you. Yet I know that many people cannot identify in a singular fashion because 

of history, because of the historical juncture that dominant 

Anglo/western/empire usually would like to negate, but it is there, manifest 

physically in the bodies of the people. 



I know that blood is nothing to be quibbled at: There is the story of the 

North American Indian Nation trying to decide on citizenship and whether to 

base it on quantum of blood and never wanting a "blonde, blue-eyed" leader. 

That is a reality and an understandable one. So I know the conceptualizations 

and perceptions of others and the multiple "identities" that cross-section skin/ 

ethnicity/ race. In many ways, I always put myself beyond it, yet I live and walk 

my life in this skin. 

What has been a common denominator in my experience that cuts 

through differing cultures, differing races and class, is the subjective and 

understanding; of speaking with individuals and eliciting from them a sense of 

their own self, what matters, of their place in the world. In my small college on 

Maui I was the Resident Assistant (RA) in my dorm, though I was the youngest 

student on campus. I talked to students who were homesick; I listened and 

rocked a crying woman while she told me of her rape at knife-point by two men; 

I worked with the aftermaths of a suicide. During eight years as a 

paraprofessional Advisor for under-represented students in higher education, 

which includes Anglo students from families with low-incomes, I saw so many 

students who were damaged by the larger meta-narratives of racism, sexism and 

materialism. Being asked about their own internal dialogues was a novel 

experience for many of them. I remember tracking down a young Anglo woman 

who had threatened to kill herself, taking her to my apartment for the night until 



I could get her to professional help in the morning. In fact, working in this office 

was one of the ways I clearly saw the damage done by patriarchy, not only to 

young women, but to young men as well. I volunteered for a summer as an "Any 

Town" counselor and talked to young adults about their sense of self. It seems a 

norm in the dominant culture not to be given a sense of self-worth based on any 

internal gauge, only external acquisitions, whether titles, activities or possessions 

I do not agree with the postmodern argument that it is impossible to "see 

behind your own eyes". That vision is achievable if it is diligently sought. I have 

divested of the cosmological and colonialist shrapnel of monotheism, of 

patriarchy, misogyny and sexism; tracing and eradicating vestiges of internalized 

and externalized racism. Though I did not grow up in a Native American 

community, did not go to the ceremonies, still, I am Indigenous. Although I did 

not grow up within one single community of Indigenous peoples, I grew up 

among many, and can see the parallels amongst the Native Americans of North 

America, including the many friends from Mexico and the people I know from the 

Pacific Islanders of Micronesia and Hawaii, the Caribbean people of Puerto Rico 

and the Crucians of St. Croix, the people I met in the highlands of Tanzania, as 

well as other places. I am Indigenous in that the world and ail things in the 

world are one, a variegated expression of the unified spirit of the universe; a 

universe that is composed of wisdom, respect and love. I consider myself an 
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Indigenous person and therefore can speak from the perspective of and call 

upon 4*^^ World Theory, as one "situated" within it, cosmologically. With these 

deliberations and explanations, let me return to the arena of higher education 

and the specifics of this research project. 
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Organization of the Dissertation 

Chapter one provides a general introduction to what my research is about; a 

brief overview defining the topic under investigation, giving the particular focus 

of study. I include a brief section on background information and how my 

research relates in context to a larger body of work dealing with multiculturalism 

and diversity in higher education. Furthermore, I summarize my theoretical and 

conceptual frameworks, clarifying my propositions as well as defining concepts 

and terms used in conceptualizing my research questions. My research questions 

are given. In addition, I speak to my own position as a researcher and my 

interest in people's lived experience and conditions which apply to members of 

the dominant culture, not just to ethnic minorities or to "others". In doing this I 

provide the reader with a grounded, concrete understanding of where I position 

myself analytically. 

Chapter Two reviews existing research that discusses similar questions 

pertaining to multiculturalism and diversity in higher education, providing the 

literature grounding to the major lines of thought on topics similar to mine. In 

discussing how my research is connected to existing literature in higher 

education, I build on some theories and literature from readings within higher 

education. However, I also draw more insights from independent readings that 

go beyond the multiculturalism/diversity and postmodern literatures. 



Chapter Three is a discussion of the methods used in operationaiizing the 

research propositions. I provide the research design, a case study of a historical, 

qualitative nature and my means of data gathering and analysis, a thematic 

analysis of documents, and a thematic and rhetorical analysis of interviews. 

From each of these data gathering methods I discuss my sampling techniques, 

the instruments used in the case of the interviews, both group and semi-

structured individual interviews. I explain my coding categories and give 

examples of what data would fit into each category. I also discuss my data 

analysis procedures and expand on my theoretical and conceptual framework. 

Chapter Four is the presentation of data, with information and discussion 

of the findings from my data analysis. Within the historical timeframe of the 

community college serving as my case study, I separate data into four distinct 

time intervals. Within each interval I introduce a narrative of the college, looking 

for evidence of the presence of Indigenous cosmology, juxtaposing data derived 

from both interviews and institutional documents to reveal the condition of 

multiculturalism and diversity, aligned to my research questions and as defined 

by my thematic coding categories. I also incorporate ephemera from the 

relevant time period. Each phase of analysis contains a summary describing the 

condition of multiculturalism current in higher education as well as a brief 

synopsis of the "Zeitgeist" of the times, a gauge of the then current socio-cultura! 

context in which my findings unfold. Through the charted efforts of the 



institution and the voices of constituents, I analyze for patterns within 

institutional behavior, constituent feelings and what the relationship between 

these two reveal about the organizational "eco-system" as they relate to building 

and sustaining aspects of a holistic, pluralistic environment. 

In Chapter Five I provide the conclusions I draw from the analysis of my 

data presented in Chapter Four and the inferences I make based on my research. 

One critical aspect of these conclusions is a discussion of effects and possible 

consequences that accrue, on both an institutional and an individual level. In 

this chapter I discuss a summary of what contributions my work can add to the 

existing literature on multiculturalism and diversity in higher education. I discuss 

how issues from this research are topical in light of the contemporary state of 

conditions and relationships in the world. I highlight the main patterns and 

points derived from my analysis and also outline directions for future research in 

this area. This section includes information and ideas generated while working on 

this project that may benefit future discussions of this topic. I summarize how 

this research is significant for broadening the theoretical concepts of diversity 

and some possibilities of how it can be applicable in practice. 

Endnote 

1.) The most recent development in Michigan is there has been one decision 
for Affirmative Action handed down. 
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CHAPTER 2 

LITERATURE REVIEW 

One of the aims of this research project is to offer a critique of 

multiculturalism in terms of its conceptual boundaries, but another is to examine 

the concepts and assumptions embedded when addressing issues that 

multiculturalism presents. One premise of my research is the assumption that the 

field of multiculturalism problematizes those who constitute the "Other", in 

essence "blaming the victim" (as Bloom pejoratively called multiculturalism, the 

"culture of victimization"). Within the majority of literature on multiculturalism 

most sources use ethnicity/race, gender and/or sexual orientation as their 

foundational premise, in essence reducing the issues to corporeal differences. 

But the attempts to "embody" difference through focusing only on external 

representation sets up a tautology, merely categorizing the multiple ways the 

"Other" does not align with the dominant, thereby constituting "otherness." 

Those with "difference" are perceived as a source of conflict and antagonism. I 

would like to reconceptualize or "rethink" the "problem" in the domain of 

multiculturalism. Rather than problematizing, I want to investigate for an 

underlying and unexamined construct, cosmology, which operates in functionally 

directing social thought and action towards consequences. And, in the case of 

western cosmology that lends to divisions and categories fostering sexism, 



racism and all the other "isms" that are traditionally the subject matter of 

multiculturalism. 

Since most literature in multiculturalism looks at external aspects of being 

it thus becomes a rough category for those who have been marginalized through 

categories of gender, race and ethnicity, sexual orientation or ability. The 

literature on multiculturalism also looks at how these "different others" do or do 

not fit into existing structures. Based on which perspective is taken i.e. a suitable 

fit or not, discussions are engendered focusing on civic harmony and varying 

debates on issues of inclusion and degrees of assimilation. On one hand, the 

debates often decry the assault on national and civic identity with the "cult of 

ethnicity" (Schlesinger, 1992) igniting what became known as the "culture wars" 

with fierce proponents of a common American culture (Bloom, 1987; D'Souza, 

1991; Hirsch, 1987). While on the other hand, there is an embodied ideal that 

there are transformative aims and a broader view of learning to be gained from 

multiculturalism: diversity efforts means increased cultural awareness, reduced 

racial prejudice, greater tolerance for difference etc. (Chang, 2002). Many 

authors enter the debates on multiculturalism calling on principles of democracy, 

especially it seems, when speaking of the specific example of community 

colleges (Rhoads, 1996; Hanson, 1996), "To what else can we appeal, after all, 

in the pursuit of recognition and justice for all Americans if not to the values that 

under gird this country's commitment to equality and self-determination?" 



(Association of American Colleges & Universities, 1995:13). Yet, throughout 

American and European history, this principle of democracy has never been 

fulfilled for any but the few; usually male, white and privileged. How prudent is it 

to put faith in a concept that has time and time again failed to bring about 

desired and much-promised results? I contend that Western institutions 

supposedly proffered as solutions to inequality: such as democracy, capitalism, 

and education, only THEORETICALLY support equality, while empirically in 

practice they support, in fact are based, on inequality. In conception and 

historical and contemporary interpretations democracy often becomes a rhetoric 

of equality, as when multiculturalism calls on the agency of democracy as a 

means of actualizing equality. Raymond Williams (1983) concurs when he says. 

Our main trouble now is that we have many of the forms of democracy, 
but find these continually confused by the tactics of those who do not 
really believe in it, who are genuinely afraid of common decisions openly 
arrived at, and who have unfortunately partly succeeded in weakening the 
patterns of feeling of democracy which alone could substantiate the 
Institution, (p.38) 

Much of the multicultural literature focuses on minority or racial, ethnic 

students and their educational attainment and educational outcomes. Students of 

color, their performance and persistence within higher education and therefore 

the recruitment, retention, and attrition of these students, as well as "educational 

pipelines" and assessment became the center of multicultural efforts (Feagin, 

Blackwell & Santovac, 1992). 

Studies also focus on Campus Climate, illustrating how research on "issues 
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related to campus racial climate can be used to enhance educational policy and 

practice" (Hurtado, et al. 1998). Sylvia Hurtado has focused much of her 

research on the college campus climate as the context in which students of color 

matriculate (1992), where "Campus climate" includes enacting diverse learning 

environments; improving the climate for racial/ethnic minorities. The literature on 

campus climate for racial/ethnic diversity looks at the impact of the campus 

climate on student diversity and examines the institutional changes necessary to 

improve the racial/ethnic diversity and enhance the learning environment 

(Hurtado, et al 1998). Chang (2000) looks at improving campus racial dynamics, 

...My underlying premise is that colleges and universities are in an 
auspicious position to resolve racial animosity and improve racial 
circumstances, both within their institutions and beyond the campus. Why, 
therefore, have colleges and universities not yet had their expected long-
term positive impact on racial dynamics- a term I use to mean 
interpersonal/group relations? (p. ) 

More controversial topics, such as regulating campus speech, arise as students 

and faculty of color regularly find themselves subjected to various forms of 

harassment due to the historical legacy of a sexist and racist society..."These two 

forces have placed free speech issues at the center of a continuing debate over 

the advisability of policies aimed at reducing harassment on college campuses" 

(Dey & Hurtado, 1996, p. ). The entire notion of inter-group conflict was the 

focus of a study by the American Council on Education (1988), 

The resurgence of racial and ethnic violence in the United States is 
of growing concern to students, faculty, and administrators in 
higher education. Researchers increasingly document the casualties 
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of the conflicts... nearly 1 million U.S. college students experience 
racially or ethnically motivated violence annually...(Ehrlich, p. ) 

To address the problem of intergroup conflict, racial or cultural awareness 

workshops for students have been developed, with questionable efficacy. Meant 

to increase cultural awareness and mitigate cultural differences and improve 

intergroup relations (Springer, et al 1996) theories such as "aversive racism" 

(Gaertner, 2000) substantiate that racism can occur at the level of the 

organization. The re-emergence of extreme "Euro-American racist subculture and 

the denial of the Holocaust are symptoms of tense racial climates (Himmelstein, 

2000). 

Diversity was also blamed for another problem, that of "campus 

balkanization". Balkanization or the self-segregation of students on campus by 

race and ethnicity complied with Duster's description of how unprecedented 

levels of racial diversity were shaping America's colleges. Further, those 

segregated images, subsequently picked up by the national media, acted as one 

of the foremost criticisms of diversity (Duster 1997, Antonio, 2001). 

Literature on faculty of color in the academic workplace enumerates several 

issues, from gaining entry into the academy to achieving legitimacy in their 

scholarship once inside. Effectively recruiting and retaining ethnic and racial 

minority faculty has been a major concern in higher education for the past 

several decades with perceived barriers in the promotion and tenure process. 

Women faculty of color face a double bind of sexism and racism, which effects 
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their pedagogy and publishing (Ng, 2000) while topics pursued by all minority 

faculty are judged by criteria not leveled at non-minority faculty, 

Many dozens of Black, Latino/a and Asian scholars have produced 
hundreds of articles and dozens of books on minority admissions, attrition, 
and college choice. Indeed, there is a sub-genre of research on elite 
students of color...which are highly relevant and have been published in 
major, mainstream journals...Majority scholars are presumed to be 
"objective" when they study minority issues; Black and Latino/a scholars 
often are viewed as being incapable of objectivity. Minority scholars 
research on race is widely viewed as too self-conscious, ethnocentric, or 
angry, while the issues they raise are deemed too peripheral contentious, 
or controversial. (Olivas, 2000) 

Some literature discusses the organizational features of the academic workplace; 

how minority faculty are treated in the academic workplace and what barriers to 

professional socialization women and minority faculty experience in the academy 

(Aguirre, 2000). The common experience of "Otherness" of minority faculty 

(Johnsrud & Sadao, 1998), by gender and race, are all found within studies 

about the climate and experiences of women faculty and faculty of color (Eddy, 

2000; Aguirre, 2000) as well as what it takes for faculty of color to achieve and 

prosper in the academy (Garcia, 2000). 

The intersect of postmodern thought and the perception of the academy 

as a site of intervention for cultural freedom (hooks, 1994) identified 

multicultural education as "an instrument of social reform and equality" (Nash, 

1990). With social, political and economic theories, born in academia and applied 

to the questions of inequality, dominance, and power differentials in relations 

and institutional structures, multicultural education was conceived, ultimately, as 



an emancipatory project. Some literature in multiculturalism explores meta-

narratives within feminist analytics (Keller, 1985; Harding, 1991), and within 

postmodernism, the deconstruction of any one totalizing perspective of reality 

(Deleuze, 1987). 

On many levels, though, theoretical or applied, most definitions of 

multiculturalism persist in tracing the numbers and/ or experiences of those 

students and faculty that comprise either a female gendered or ethnic minority 

category and use these proxy and their conditions to equate with achieving or 

not realizing diversity. 

The higher education literature that focuses on Indigenous populations, 

mostly United States Native Americans, also emphasizes assimilation, cultural 

differences compared with Anglo students and the different learning styles of 

Native Americans. Native American authors often incorporate different styles of 

writing and approaches into their books and articles, though topics are still 

focusing on Native constituents in dominant culture contexts. No sources suggest 

an extrapolation of Indigenous thought to non-native students or to the 

structures of higher education. 
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Indigenous in the Higher Education Literature 

Current literature that includes aspects of Indigeneity within the context of 

higher education usually focuses on the experience of Native American students 

in predominantly-white higher education institutions (Tierney, 1992), the 

historical aspects of the relationship between higher education and Native 

Americans (Carney, 1999, Lomawaima & McCarty, 2002), accounts of how 

contemporary Indigenous peoples are reclaiming aspects of their culture within 

their post-secondary education experiences through tribal colleges (Barnhardt, 

1991) and the means Indigenous people use to hold onto and maintain 

Indigenous values and principles in the midst of mainstream western education 

(Cajete, 1994). 

Christine Lower/ (1997) speaks about her own process and the journey 

towards her PH.D. as a Laguna-Hopi Woman. She speaks of cultural loneliness 

that might be familiar in the literature on all other minorities in predominantly 

white institutions. 

Sometimes my spirit actually ached 
I missed, not just the support, 
Not just the opportunity of being surrounded 
By other people like me, 
But I missed the shared humor. 
The sounds 
The feel of 
The spirit of other Indian people (p.2) 

She talks of using qualitative methods, of how to find a way to accommodate her 
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own cultural principles to her academic life, 

Finding a place where we can contribute our work is highly significant to 
Pueblos. If we are admonished from childhood to make sure we 
contribute, to make ourselves useful, to help one another, to pay attention 
to the Earth, to hear her and to pray...then how we integrate this 
philosophy with our way of life in academic institutions in the white man's 
world is not easy, (p.5) 

Although this can speak to any individual minority experience, it also relates to 

the values of Indigenous communities and speaks to the differing orientation that 

Indigenous values maintain- to work for others, for the Earth, to be reverent and 

spiritual in all things. 

Several indigenous authors point to the perpetuation of either eliding 

native voices or proscribing them into assimilationist models. Mihesuah and 

Cavender-Wilson (2002) point out the instances of being squelched as 

Indigenous scholars when articulating Indigenous perspectives, discussing how a 

mainstream academic publication, the Chronicle of Higher Education refused 

their submission. They also speak to the experiences of Indigenous academics 

within the post-secondary system, attesting to "gate-keeping' and a censuring of 

their voices when they present Native histories and how Native culture is given 

preference when discussed by non-Native scholars, who may claim scholarly 

expertise on Indigenous issues. A recent proposal to the American Educational 

Research Association (AERA) on " Confronting Tensions in Collaborative 

Postsecondary Indigenous Education" for the Division J segment: Social, Cultural 

and political contexts, with William G. Tierney as a Discussant, and presenters 
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from the Hopi Tribe and the Dine Division of Education, 

rhttD://edtech.connect.msu.edu/searchaera2002/viewproposaltext,asp?propID=7 

228) discusses "the tensions encountered as we work toward the crucial need for 

a transformation of higher education toward more culturally responsive 

educational practices" (p.2). There is the acknowledgement that, "Serious 

resource commitment to indigenous education is scarce. Western epistemology 

and cosmology reign supreme. The programs touted as successfully serving 

Native American constituencies typically reinscribe western epistemologies and 

cosmology." (p.3) 

Many authors discuss explicitly incorporating indigenous perspectives into 

the design of their own post-secondary educational systems, in the desire to 

wield control and power in different ways. In his article on Tribal colleges, 

Earnhardt (1991) discusses how Indigenous peoples are directed towards 

advocating for Indigenous philosophies being applied to all Indigenous 

educational sites: 

Today, we have control over our educational system. We must now begin 
to assess whether or not our school system is truly becoming an Inupiat 
school system, reflecting Inupiat educational philosophies, or, are we in 
fact only theoretically exercising "political control" over an educational 
system that continues to transmit white urban culture?" (p.2) 

There is often a struggle within tribal colleges to achieve a balance between the 

criteria demanded by accrediting agencies and the philosophies that would enact 

Indigenous realities, more often than not these can be totally contradictory. 
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"How could an Inupiat educational philosophy be made to fit the Western notion 

of an university?" (American Indian Higher Education Consortium (AIHEC), 

1999). The AIEHC discusses educational attainment levels for American Indians 

as well as the Tribal College Movement. The report indicates how tribal colleges 

differ from traditional post-secondary institutions by providing personalized 

attention to students, are "committed to fostering a family-like atmosphere and 

strong personal relations between students and faculty. (See also Tierney, 1992; 

Cunningham and Parker, 2000; The Institute for Higher Education Policy, 2000) 

The World Indigenous Nations Higher Education Consortium has a website 

that supports a forum on Indigenous education from the standpoint of the 

Declaration of Indigenous People's concept of higher education. 

On this day, August 5, 2002, at Kananaskis, Alberta, Canada, we gather as 
Indigenous Peoples of our respective nations recognizing and reaffirming 
the educational rights of all Indigenous Peoples....We commit to building 
partnerships that restore and retain indigenous spirituality, cultures and 
languages, homelands, social systems, economic systems and self-
determination. 

The mission statement of the consortium again speaks to the values held 

throughout Indigenous cultures, to: "protect and enhance indigenous spiritual 

beliefs, culture and language through higher education, and to accelerate the 

articulation of indigenous epistemology (ways of knowing, education, philosophy 

and research)". 

Gregory Cajete, in Look to the Mountain: an Ecology of Indigenous 

Education (1994), talks about the intrinsically holistic nature of indigenous 
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education. Richard Simonelli, in "Partnering with Indigenous Education" (1996) 

discusses some of the principles Cajete relates as integral to Indigenous 

education. Not only is Indigenous education interdisciplinary and 

"environmental" but primary characteristics include: 

• Indigenous teaching focuses as much on learning with the heart as 
on learning with the mind. Indigenous education always includes 
the affective or feeling side of life. 

• Indigenous education is always a person to person process. 

• Teaching and learning is a matter of serving and being served. 
Indigenous education is service-based education. 

• Indigenous education includes the inner world [helping] the 
student externalize inner thoughts and qualities for examination. 

• Learning is connected to each individual's life process, (ppl-2) 

Cajete writes: 

Indian people continue to struggle with modern educational systems 
that are not of their own making, but are separated from, and compete 
with, their own traditional forms of education. There continues to be an 
educational schizophrenia in Indian education as it exists today (p.7). 

Gregory Cajete's model for the educational process was employed in creating a 

virtual library of educational resources, "Indigenous people often employ the 

circle shape in ceremony and celebration and use it to illustrate a cultural 

worldview that is interdependent and cyclical" (Roy & Larson, 2002). This also 

speaks to the "different realities" of indigenous cosmology. These tenets are also 

indicated in the recently created Masters and Doctoral programs offered in Native 

Philosophy from the Ayaangwaamizin Academy of Indigenous Learning 
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(Couchiching First Nation) in Canada (McPherson & Rabb, 2001). The authors 

relate from their experience that, "by the end of the twentieth century, the 

instruments of neocolonialism had moved from residential schools to institutes of 

higher education", they discuss how most post-secondary institutions have failed 

Native students pursuing higher education, "We have documented...the systemic 

racism inherent in a university system run by members of the dominant 

society...Such universities inevitably deal with Native issues and education in 

terms of what we call outside-view predicates" (p.20). 

Battiste and Henderson (2000) also talk about how Indigenous students 

must develop a "double consciousness" similar to that described by W.E.B. 

Dubois for African-Americans. Batiste and Henderson describe the Indigenous 

presence in educational organizations administered in western societies, 

"Canadian education systems view Indigenous heritage, identity and thought as 

inferior to Eurocentric heritage identity and thought." (Battiste and Henderson, 

2000, pp 88-89). 

Concepts of holism are often dictated for teaching Native students, as 

congruent with indigenous cultural philosophies and learning methods, (Rhodes, 

1988) yet there is very little literature to suggest that the very same holistic 

approach be extrapolated to higher education as a whole. Yet these preferences 

can begin to illustrate the different tactics and approaches that reflect a different 

cosmological orientation. 
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Michelle McKay (1999) in attempting to define "indigenous pedagogy" 

articulates a holistic approach through her own experiences as a Native 

American, a mother and as a teacher, 

Children within my Nation (Cree) were taught that they were to perfect 
the skills of what they knew and to view the world as interconnected and 
holistic. This was contrary to the linear perspective which I feel is 
prevalent within the dominant Canadian society...Indigenous pedagogy 
relays the whole story rather than just the interpretation of one single 
event or one side of the story. When teaching any aspect of Indigenous 
life it is important to relate the interconnectiveness of objects to 
spirituality rather than a one sided or linear view. (p. 5) 

Indigenous pedagogy principles, which appear across various Indigenous 
societies, are the oneness with nature; as a result nature's harmony is 
viewed as sacred. The role of nature within the education of a child 
permeates the process in which a child is taught and how they learn. 
Children within traditional Indigenous society learn integration as well as 
interconnectiveness. Indigenous pedagogy promotes interconnections 
with knowledge, relationships and process within organizational structure. 
As each thought is learned and related back to the self it becomes circular 
as everything interconnects. Spirituality becomes an important part of 
Indigenous pedagogy when viewed within a holistic approach. It is 
through Indigenous pedagogy that a child is provided with sources of 
knowledge within self as well as within nature, (p.3) 

Though these discussions are not focused directly towards my topic, they 

allude to different realities and problems encountered by Indigenous constituents 

when facing the constructs of Western cosmology, implying conflict and 

incompatible differences. 

Semali and Kincheloe (1999) more directly address the topic of Indigenous 

knowledge. They claim their text" examines the social, cultural, and political 



issues that surround Indigeneity and focuses on the benefit to be derived from 

the inclusion of indigenous knowledge in the academy" (p.3). The authors admit 

that with the introduction of the topic of indigenous knowledge, they risk 

"scholars unsure what we're talking about" (ibid), yet they pursue the topic 

because they find "indigenous knowledge to be intellectually evocative" (ibid). 

Semali and Kincheloe immediately admit the struggle to define what indigenous 

knowledge is. 

The dilemma we face in defining indigenous knowledge and what it means 
in the context of millions of indigenous peoples of the world is central to 
the postmodern and post colonial debates on the origins of knowledge 
and the manner in which it is produced, archived, retrieved and 
distributed throughout the academy, (p.4) 

In this dissertation I view the situation of diversity in higher education as 

a navigable point of comprehensive understanding, not pertinent only to an 

Indigenous constituency. Here, examining through an Indigenous lens is not only 

for the benefit of, or explicating the experience of Indigenous students and 

faculty (Pete-Willet, 2001), but as a comparison and analysis of social systems 

that can conceptually reconfigure the scope in seeking social reform and 

achieving an authentic social and cultural diversity. 

In considering the prevalent themes in the multicultural literature, I 

pursue a path that goes to a level more deeply rooted, into a realm with the 

potential of revealing contradictions between professed goals and the reality of 

practices. In terms of understanding the dynamics of multicultural efforts. 



examining cosmological paradigms illuminates the foundations from which efforts 

most logically proceed. Becoming aware of contradictions in contemporary 

discussions and efforts towards diversity and the possible impasses those 

contradictions create can serve as a catalyst to seek new and alternative avenues 

for achieving a successful multicultural agenda with the goal of eradicating social 

injustice, spheres of domination and inequality. Since I am examining how 

societies operate and how people relate to one another, I investigate the 

concepts underlying "worldviews" or cosmology. This explicates the varied ways 

people have constructed their relations to the physical and the social worlds they 

inhabit. 

Multiculturalism in higher education is firmly ensconced (entrenched) as 

the purview of race, gender or sexual orientation and class. Within that vast 

literature, almost ail references are to aspects of "otherness", or discuss possible 

means of how to achieve a delicate form of cultural pluralism that can be 

maintained among ethnic and cultural differences. However, to move more 

directly to my topic, seeing multiculturalism not as a gauge of interaction 

dynamics only between specific groups, whether they be considered margin or 

center, but as a means of achieving new and alternative forms of social justice 

and a respectful place for all, addressing issues of inequality, I move from 

literature specifically dealing with the external aspects of the constituents of 

multiculturalism, which narrows the discussion to representation, to a broader 



conceptualization of multiculturalism that takes into account worldviews and 

cosmology. Since I contend that there must be a new way of knowing for all 

members of a now global socio-cuitural system, an appropriate entry into my 

project is to start with the sociology of knowledge. 

The concepts of marginalization, bias, racializing, patriarchy, and 

asymmetrical relations of dominance and misperceptions of power, all defining 

characteristics of traditionally conceived multiculturalism, did not manifest in a 

vacuum. They exist specifically and persistently within a socio-historical world 

context as relationships, engendered by specific modes of thought that embed in 

constructions of center-margin and hierarchical structures of value stratification. 

This fragmentation is made possible by the cognitive processes that construct 

these relationships whether it is rationalizing manifest destiny or initiating 

legislation to combat Affirmative Action. Critical Theory argues that any social 

aspect must be understood as an element within a total social process and my 

review of literature was guided by this, viewing multiculturalism in that same 

vein, as one aspect of a social totality, hence that totality begs examination as 

well. 

Multiculturalism has become an ideology of sorts, with the function of 

attaining collective absolution or entirely eradicating the opportunity for a critique 

of the larger Western paradigm in terms of its knowledge and practices. The 

inability to reform inequitable structures goes unexamined and any examination 



of the totalizing processes of domination and conflict that are inherent in western 

cosmology is refuted as well. Apart from any consideration of differing 

treatments towards different racial groups or gender inequality multiculturalism 

has eluded a more fundamental analysis of the internal structures of Western 

cosmology as a pathology of hierarchal domination imposed upon life on the 

planet earth. In many ways race and gender inequality can be considered an 

ideology of the dominant paradigm, in that the continuing discussion of only 

these facets of hierarchy obscure the inherent inequalities and other hierarchical 

structures that operate within all aspects of western cosmology, regardless of the 

constituent identity of human actors, expanding those dominating and ruinous 

structures to all planetary life and natural resources. The critics of 

multiculturalism, in calling it an ideology, are in some ways correct; not in terms 

of multiculturalism acting as a spurious form of new thought coercion or only as 

a coercive social power for encroaching minorities to gain undeserved powers of 

enfranchisement; but multiculturalism can act as ideology in that the constant 

focus of multiculturalism on "others" obscures the reality of the inequality 

embedded in the dominant social order and draws attention away from these 

very deeply rooted notions. 

My review of different bodies of literature corresponds to my larger 

conceptual frameworks and the theories I use to clarify and refine my research. 

Of course, pursuing any one avenue of thought would garner prodigious 



literature, so in combining these topics, the nature of my reviews must be 

limited. 

Within the period designated as the beginning of modernity, I look at the 

first questioning of the foundational premises of societal privilege, briefly 

discussing some theories of ideology that appear as the conflict theory in Marx, 

and after Marx, mainly found in Critical Theory, such as Lukacs concept of 

reification (1971). I also discuss the contradiction found in the hope for social 

justice offered by the Frankfurt School through the means of instrumental 

rationality, despite their acknowledgement of the corrosive effects of the 

increasing rationalization of society. I discuss the contradictions in light of 

Indigenous perspectives, given, "the genuine attempt to consistently think 

problems through to the end...Its tragedy was that it [the Frankfurt School] 

remained mired in unresolved contradictions" (Bailey, p.16). The dilemma of 

multiculturalism is in saying that society wants equality while all the while 

seeking and aspiring to the heights of hierarchy through elitism and multiple 

forms of stratifying people. These are contradictions and represent conflicting 

interests and competing values. I posit that perhaps one reason multicultural 

efforts reach impasse and fail can be found in what the Critical Theorists of the 

Frankfurt School recognized, that "Idealism was simply incapable of resolving in 

thought alone, contradictions that were actually expressions of a real socio-

historical process" (ibid.). Critical Theory promoted the idea that a society must 



identify its own internal limitations, especially, "its blindness to its own social 

presuppositions and functions...its failure to consider such ...reveals something 

important about its own social origins (Bailey, p.25). 

I start by examining the concept of the sociology of knowledge as 

presented by Karl Mannheim and, by association, the Frankfurt School of Critical 

Theory. I perceive parallels between the current malaise impacting multicultural 

efforts towards social justice, such as assaults on Affirmative Action, with the 

historical socio-cultural aspects in 1940s Germany that dashed the hopes of 

many at the Frankfurt Institute, "Under historical circumstances in which hopes 

of revolutionary social transformation had been defeated, the Frankfurt School 

believed that theory might still presen/e a sphere of critical insight"(Bailey, p.21). 

I briefly discuss how some of the contradictions found in the philosophies from 

the Frankfurt School may be rooted in assumptions from their Marxist orientation 

supporting conflict theory and its conceptions of human nature as basically 

competitive and driven by self-interest. 

Progressing through the development of ideas associated with the 

sociology of knowledge, I also briefly address ideas from Antonio Gramsci and 

Michel Foucault, noting them as the heritage of the sociology of knowledge as it 

appears in contemporary forms. Next, I examine the codified artifacts of 

ideology, or institutions, through institutional theory. 

It might have been noted that most of my review focuses on the works of 



Western Anglo male theorists. This is both out of necessity as that is the work 

out there, and also points to the continuing elide of both Indigenous scholarship 

and Indigenous philosophy. But finally, I do offer a comparison of these 

essentially western authors to Indigenous ones, addressing the possibilities and 

alternative offered by Indigenous theorizing, philosophy and cosmological insight. 

I first consider the concepts and theories of those who professed to work 

toward social justice and emancipation using sociological theory. In my 

discussion there is always the consideration as to whether the concepts 

discussed apply to Indigenous realities as well as western ones. Since concepts 

of equality and egalitarianism are part and parcel of institutions that construct 

worldviews, I begin with how worldviews are constructed, i.e., the sociology of 

knowledge. Notions drawn from classical sociology of knowledge are useful in 

searching for underlying paradigms and drawing those paradigms to the surface 

for examination in that, "there is the awareness that all social differences have 

social origins and are thus the result of factors subject to human control" (Meja & 

Stehr, Introduction, p.l). 

Parallels can be made between the periods in which classical sociology of 

knowledge was produced, when it was interpreted as being, "the symptomatic 

intellectual expression of an age of crisis, and the recognition of its own 

rootedness in social structure and determination by social factors" (Mannheim, 

p. 16) and contemporary conditions in multiculturalism where the dismantling of 



80 

metanarratives is perceived as a crisis of cultural unity. 

The Sociology of Knowledge 

Karl Mannheim is usually credited with being one of the founders of the 

sociology of knowledge, acknowledging the connection between ideology and 

social structures, and recognizing the impact pervasive beliefs play in structures 

and how both belief and structures either oppress or support liberation. 

"He studied the 'structures of knowledge' and an investigation of the 
relation between such structures and the social world with which they 
remain involved. Mannheim proposed a sociological perspective that saw 
all mental structures ...as context-dependent. He wished to better 
understand the 'existentiality' of thought, its rootedness in social and 
material relations. Mannheim declared that such a perspective had to 
cover not only the falsity which characterized ideology but also all forms of 
social knowledge. (Spencer) 

Spencer maintains that Mannheim, 

is the one whose biography and mode of questioning connects him most 
directly to the problems of our own time...the questions he posed in the 
diagnosis of conflict...on education and on democratic planning remain as 
pertinent as ever. 

Mannheim advocated societies, and especially intellectuals, inspect "their own 

social moorings". In Ideology and Utopia, Mannheim states that there are 

"modes of thought which cannot be adequately understood as long as their social 

origins are obscured" (p.2). 

Author Leon Bailey, in Critical Theory and the Sociology of Knowledge, 



81 

claims Mannlieim felt that Marxism had not gone far enough in its analysis of 

ideology, 

Specifically, it had failed to call its own position into question and 
therefore subject all forms of social thought, including itself, to ideological 
analysis. This final, radical step, transforming the theory of ideology in to 
a general theory of the social determination of all knowledge of history 
and society, had been taken only with the development of the sociology of 
knowledge. (Introduction) 

Meja & Stehr claim that it was Karl Mannheim who presented the most 

comprehensive premise from which to look at a sociological analysis of thought. 

Expanding on the concept of substructure, Mannheim examined the different 

forms of knowledge and the social conditions associated with them. Mannheim 

suggested "that biological factors, psychological elements and spiritual 

phenomena might take the place of primary economic relations in the 

substructure..." that it was impossible to say that "the single individual thinks... 

Rather it is more correct to insist that he participates in thinking further what 

other men have thought before him" (Ideology and Utopia, p.3) Meja and Stehr 

continue, stating that the sociology of knowledge, through its unearthing of 

socially and historically constructed versions of reality, was 

...regarded as a kind of Copernican revolution in the analysis of cultural 
products.' While the older sociology of knowledge epitomized by Karl 
Mannheim, asked how the social location of individuals and groups shapes 
their knowledge', more recent sociologies of knowledge examine ' how 
kinds of social organization make whole orderings of knowledge possible, 
rather than focusing on the differing social locations and interests of 
individuals or groups' (Meja & Stehr, Introduction). 
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Meja and Stehr credit Mannheim with the foresight to perceive that the 

sociology of knowledge could present a critical factor in intellectual and political 

life, "particularly in an age of crisis, dissolution and conflict, by examining 

sociologically the conditions that give rise to competing ideas, political 

philosophies, ideologies and diverse cultural products"(Introduction). 

Once again this insight is topical in the current climate concerning 

multiculturalism in that many oppositions to diversity are posited as causing the 

dissolution of a common culture crucial to maintaining national cohesion. Meja 

and Stehr comment that Mannheim thought the sociology of knowledge could be 

applied to local issues. They perceived at least three different ways in which 

Mannheim's conception of the specific ways in which such a sociology 
might affect the state of political knowledge fluctuated and changed. 
There are three main versions: 
1) sociology of knowledge as a pedagogical but also political mode of 

encountering and acting on the forces making up the political world; 
2) sociology of knowledge as an instrument of enlightenment, related to 
the dual process of rationalization and individuation identified by Max 
Weber, and comparable to psychoanalysis, acting to set men and women 
free for rational and responsible choices by liberating them from 
subservience to hidden forces they cannot control; and 
3) sociology of knowledge as a weapon against prevalent myths and as a 
method for eliminating bias from social science, so that it can master the 
fundamental public problems of the time and guide appropriate political 
conduct (ibid). 

Mannheim writes: 

But what is decisive is...this possibility, which exists for almost ail men 
now living - namely, to enlarge one's view of the world... The sociological 
problem constellation in the narrower sense transcends itself in two 
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directions - in the direction of philosophy and in the direction of a 
politically active world orientation. 

Mannheim perceived the sociology of knowledge as exploring the nature of the 

relation between perception and social structure, "the relationship between 

thinking (or culture) and social processes in the broadest sense is constitutive of 

human thought and action" (Meja & Stehr p.). Yet it is interesting that charges 

relating to the evils of relativism were leveled at Mannheim, even from other 

Critical Theorists, similar to the charges aimed at contemporary multiculturalism 

and postmodernism. "For Mannheim the fact that the unfolding of the historical 

process is cognitively accessible only from various perspectives was simply an 

aspect of its 'truth' (Spencer, p.4). 

Bailey states that it was Karl Mannheim who initiated going beyond strictly 

cognitive facets of understanding to include "psychic" elements. Its task was, in 

Mannheim's view, necessary to make clear. 

The interconnection between the economic life of society, the psychic 
development of individuals and transformation in the realm of culture.' By 
tracing the mediated relationships between these various aspects of the 
social totality, he [Mannheim] hoped the Institute might concretely 
reformulate the classical concerns of social philosophy and develop a 
comprehensive theoretical framework for the critical analysis of modern 
society. 

Bailey recounts that Max Horkheimer perceived the goals of critical theory should 

"...go far beyond the description and explanation of facts to include the 

development of a comprehensive critique of the existing society in light of its 



suppressed potentialities for greater human freedom and self-determination" 

(p.26). This view supports examining multiculturalism in light of critical theory's 

premise to be guided primarily by "an interest in freedom". In inquiring how 

enduring aspects of society such as racism, sexism, hierarchy and domination 

occur, it is useful that, 

Rather than simply accepting the "facts" as given, a critical theory of 
society is charged with the comprehension of the total social process 
through which those facts were produced...A historical aspect of 
investigation also characterizes critical theory. Before any qualitative 
transformation can take place, the historical development of a given 
system must be taken into account. (Bailey, p.29) 

In considering how thought predicates structures Bailey asserts that Georg 

Lukacs recognized in Marx's critique of the ideology created by capitalism a 

simultaneous critique of the "forms of thought entangled in this process" (p.5). 

Horkheimer and Adorno's Dialectic of Enlightenment\s useful in examining 

my topic, especially in light of Indigenous perspectives on nature and my 

ecological analogy, in that one of its central thesis focuses on the domination of 

nature and how this is "extricably linked to the development of forms of human 

domination." In the Dialectic, an argument supporting the need to examine 

western cosmological views and how they support the hierarchical nature of 

western paradigms can be extrapolated to concepts of cosmological 

multiculturalism drawn from Horkheimer and Adorno's notion that, 

...progress in the domination of nature becomes entwined with the 
increasingly efficient, albeit increasingly irrational, domination of humanity 
by its own productive apparatus and the privileged groups which control 
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that apparatus. In the struggle for self-preservation, the violence directed 
against external nature is also directed against inner, human nature. 
(P.32) 

Jay Martin (1973) also saw as the intentions of the Institute of Social Research 

the "knowledge and discovery of social life in its whole entirety" in the hopes that 

that knowledge would facilitate a new social order. 

Limitations of Sociology of Knowledge in Light of Indigenous Realities 

One aspect of the sociology of knowledge that is compelling, from the 

standpoint of examining structures of knowledge and the limits of self-reflexivity 

available for thorough analyses, is the contradiction found in Mannheim and 

Lukacs, and indeed many Critical Theorists, illustrating the conflict between 

awareness and consequences; in their holding out rationality as the sole hope for 

a world wishing for social equity. It is one of the most paradoxical claims from 

the sociology of knowledge, conceptualizing rationality as an instrument of 

liberation for both individuals and society. Horkheimer was said to believe that 

"possibilities latent within the existing order can only be verified in the practical 

struggle to realize a more rational organization of society" (Bailey, p.31). 

There are inherent contradictions in this position since many of the 

critical theorists comprising the Frankfurt School clearly perceived the 

consequences of rationalization as dehumanizing. Karl Mannheim saw the 

damage inflicted by rationalization of society yet still sought an even more 
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rational society as a resolution to cultural crises. And Bailey espouses that Lukacs 

saw critical theory as consciously seeking to "further the struggle for a more 

rational organization of society." Yet, in Lukac's theory of reification, Weber's 

theories of formal rationalization and bureaucracy were linked with the Marxian 

critique of capitalism. 

Pointing to commonalities in Marx's analysis of commodity exchange and 
Weber's analysis of formal, bureaucratic rationality, Lukacs noted that 
both...Marx and Weber had shown how in the course of capitalist 
development, the concrete, material and qualitative aspects of things 
become devalued in relation to the abstract, the formal and the 
quantitative. Both Marx and Weber had shown how the development of a 
detailed division of labor in capitalist society had progressively fragmented 
both manual and mental labor, (p.13) 

Bailey relates that Max Horkheimer, wanted individuals within society to 

become aware of the cultural artifacts they produce and how those very artifacts 

can attain a concreteness belying that they owe their construction to the actors 

themselves. 

Rationalization of Society 

Rationality is often seen as a basic ontological presumption, traceable to 

the enlightenment with humans constituting a consistently rational subject. 

Ramos, in The New Science of Organizations claims. 

Throughout the last three hundred years instrumental rationality has 
bolstered the effort of centric Western populations to dominate nature and 
to enhance their productive capacity. This is decidedly a great but now 
uncertain accomplishment; for there are now indications that such a 
success may be on the verge of becoming a Pyrrhic victor/. The 
awareness of this situation is opening new avenues. 



Rationalization is basically a fear of uncertainty. One of the contradictions 

of the Enlightenment is the use of rationality as an attempt to obtain certainty. 

The supposed goal of positivism and empiricism was to obtain and secure 

certainty, yet certainty is an unrealistic need to flee uncertainty, which can then 

be construed as fear, one of the strongest of emotions. In terms of Western 

cosmology, rationality is a flight towards ontological security. Descartes was 

certain of only one thing: that his existence was posited only in thought; 'I think, 

therefore I am." Cartesian dualism portrays the individual as isolated from an 

external world that can be perceived only through one's mental representations 

of it. From this position, "our selves sit, as it were, at the center of these 

subjective worlds, spectators in the theater of the mind in which they are forever 

trapped" (Bakhurst & Sypnowich, 1995, p. 3). In discussing the concepts that 

shape the "western mind", Richard Tarnas (1991) points out the break in 

western thought brought about by modernity, "The original Cartesian certainty, 

that which had served as foundation for the modern confidence in human 

reason, was no longer defensible" (p.353). In fact, Tarnas acknowledges, "The 

mind itself might be the alienating principle" (Ibid). 

Author Leon Bailey relates that although economics seemed to be the 

overriding interest in questions of social structures, Horkheimer and Marcuse, 

"sensing that economic questions were becoming essentially technical 

questions... began a detailed examination of the social implications of 



technological rationality. Capitalism was still regarded as a fundamentally 

irrational system of domination and exploitation, but in their view, the true 

character of the system was increasingly obscured by a "technological veil". 

(p.30) 

In the Dialectic of Enlightenment Horkheimer and Adorno show the 

correlation between rationalization and "the regressive underside of the 

Enlightenment project of the domination of nature" (Bailey, p.31). Bailey 

explains in a footnote that Horkheimer and Adorno's use of 'Enlightenment' 

"extends far beyond reference to the 18^^ century Enlightenment...they extend 

the concept of Enlightenment to cover the central trajectory of Western 

civilization". Horkheimer and Adorno also contend that although "Enlightenment 

thought had promised that the efficient utilization of human reason would ensure 

social progress...the fully enlightened earth radiates disaster triumphant" (p.46). 

The Enlightenment had held out the promise that reason could "liberate 

humanity from the blind constraints of both nature and tradition" yet never 

fulfilled that promise. Instead, 'reason' becomes another form of domination. 

The Enlightenment conception of rationality had been progressively 
reduced to technical rationality- reason as an instrument of control. But 
for Horkheimer and Adorno, the methodical efficiency of the modern era, 
reaching its summit in the murderous efficiency of fascist barbarism, had 
proved conclusively that social progress could not simply be equated with 
technical progress. (Bailey, p.31) 

Watching the development of fascism. Bailey claims that theorists of the 

later Frankfurt School saw how. 
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Under fascism the process of mass manipulation sheds its pseudo-
democratic character and assumes openly terroristic forms...The repressed 
fury of the masses against the senseless renunciation imposed upon them 
is mobilized by the fascist powers and channeled against despised groups 
outside the fascist collectivity. The calculated perfection of a technical 
rationality of means serves ends that are totally destructive and irrational. 
(p.34) 

Adorno and Horkheimer, in The Dialectic of Enlightenment {1972) believed that 

the means of attaining 'enlightenment' was in the creation of a society where 

rationalized ideas dominated both individuals and institutions. Yet, in 

contradiction, Horkheimer (1947) described "the modern individual as a shrunken 

ego, captive of an evanescent present, forgetting the use of intellectual functions 

by which he was once able to transcend his actual position in reality" (p.18). 

Horkheimer finished Eclipse of Reason with the following statement: The 

denunciation of what is currently called reason is the greatest service reason can 

render" (Ramos, p. 187). Ramos goes on to ascertain that the awareness of the 

contradictions in the socio-historical period they lived in caused many of the 

Critical theorists to claim a 'tragic consciousness'. Georg Simmel talked about 

the 'tragedy of culture', and Max Weber laid out that "an inescapable process of 

rationalization leads to the disenchantment of the world and to new forms of 

bondage" (Introduction). Scheler claims that it is in this period that the sociology 

of knowledge emerges as analysis of those social processes and structures that 

pertain to intellectual life and to modes of knowing and as a theory of the 

"connectedness of thought" (Mannheim). 
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In "Rationalizing the Irrational: Karl Mannheim and the Besetting Sin of 

German Intellectuals", authors Kettler, Meja and Stehr relate just how Manheim 

and others within Critical Theory such as Paul Tillich and George Lukacs were 

"haunted by the conviction that while the rational is decisive, it is not 

enough"(p.l442). Kettler et al, reflect on the sociological influence that Max 

Weber had on Mannheim, yet there persisted for Mannheim, " his continuing 

conviction that the great questions were those concerning the relationships 

between what appeared irrational and the rational ordering of constitutionalized 

social spheres" (p. 1445). The authors discuss the contradiction faced by 

Mannheim and others at the time, facing a "crisis of rationality...[which] 

acknowledges and dramatizes the insufficiencies of a thoroughly secularized and 

rationalized worldview, even while he insistently identifies his own discipline 

within it" (p. 1448). There is an elide in most contemporary accounts of 

sociological theorizing that base all assumptions on rationality; an omission of 

feelings. Kettler et al, trace the feelings of Mannheim and others in the Frankfurt 

School, feelings that their rationalized theories could not account for, yet they 

could not deny them. 

Certain forms of experience, encounter and self-awareness do disappear 
with the rise of'this industrial, rational, sociological world.'...but humans 
are more than this rationalized world, and these repressed elements 
remain latently present in us, in search of their proper form...He wished 
for a restoration of deeper encounter experiences and must find a way of 
expressing this without denying his modernity or accepting the premature 
gratification offered by the old theology. In short, modernity and 
rationality and sociology belong together, and Mannheim will not deny his 
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vocations brings the recognition that something is missing," (ppl449-
1450) 

The authors also cite Adomo as feeling that" the function of this supposedly 

destructive rationality must be looked at much more deeply." (p.1451) 

Ultimately, Mannheim, "Spoke of grounding cultural creation in the activity of the 

soul, rather than of the mind or spirit." He also took seriously the "neo-romantic 

warnings about the devitalizing, entropic consequences of allegedly subjecting 

everything in the world to rational calculation." (p.1455) 

In examining those aspects of sociological cultural artifacts that relate to 

how western constructs, even when ostensibly dismantling embedded notions, 

do not recognize the consequences of certain thought patterns, Lukac's theory of 

reification is a case in point. Deriving from Marx's "concept of commodity 

fetishism" Lukacs used the term "reification" to indicate an occurrence when the 

products resulting from human acts are divorced from those who produced them. 

Lukacs asserted that these products are then transformed, 

...assuming a "natural" appearance that serves to mask their social 
genesis. Within this condition of estrangement, human subjects fall prey 
to blind determination by objective forces of their own creation, and dead 
"things" appear to be the really active agents. (Bailey, p.12) 

These circumstances result in a condition of alienation. In terms of applying this 

concept to multiculturalism, and its tendencies to stay within the boundaries of 

representational diversity, the very concepts of division and hierarchy, and 

stratification, as well as the resulting alienation and domination. Ignores the 
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original reification of status and hierarchy in western cosmological constructs, 

serving to obscure possible tactics towards solutions, because of the inability to 

develop strategies targeting the more basic construct. Reification, 

"cognitively...entails a failure to comprehend the total process of the social 
production of reality and a fetishized adherence to immediate 
appearances. Practically, it entails a loss of any sense of active 
participation in the making of objective reality and a consequent lapse into 
a contemplative stance toward the given reality as something fixed and 
wholly external to the activity of human subjects." (Bailey, p.12) 

Although Bailey attributes Lukacs' theory of reification to understanding 

the development and rise of capitalistic domination in "virtually all spheres of 

capitalist society and cuiture"( p.12), the theory can extend beyond an economic 

critique and apply to the understanding of how western cosmological foundations 

hinder more insightful analyses of multiculturalism beyond representation. 

The objective world confronting the individual is more than ever before 
the product of organized social activity. Yet, despite this progressive 
"socialization" of the world, humanity is increasingly reduced to a 
contemplative stance in relations to the objective world that it has made. 
The social world, although produced and reproduced through human 
activity, is experienced as a reified "second nature" as opaque, 
impenetrable, and essentially unchangeable as the blind processes of 
nature. Carefully segregated spheres of activity are highly rationalized... 
the processes of rationalization tend to veil the concrete, qualitative 
aspects of reality and destroy the ability of individuals to readily 
comprehend the social whole, (p.13-14) 

These cases serve as clear examples of the limits to which certain 

cosmological theorizing can take self-reflexivity, where it does not reach to the 

depths and parameters of one's own cultural paradigms. Alatas, Barber, Evers, 

Menkhoff & Ser, (2001) also discuss how scientific knowledge was largely 
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unquestioned as a construct. 

The development of sociology of science, initiated largely by Robert 
Merton and his colleagues...largely accepted this view of scientific 
knowledge. Their early work focused on analyzing the social and 
institutional factors that influenced the growth of science, but scientific 
knowledge itself was judged to be unproblematic.(p.4) 

Alberto Guerreiro Ramos (1981) talks about the, 

...transvaluation of reason-leading to the conversion of the concrete into 
the abstract, of the "good" into the functional, and even of the unethical 
into the ethical- characterizes the intellectual profile of whose who have 
attempted to legitimize modern society solely upon utilitarian grounds." 
(P.6) 

Ramos goes on to explain that, 

modern society has demonstrated a high capability for absorbing distorted 
words and concepts whose original meaning would clash with its self-
sustaining process. As the word "reason" could hardly be discarded 
because of its centrality to human life, modern society has made it 
compatible with its normative framework. Thus, in the Cultural West, 
predicated upon the Hobbesian understanding of rationality, distorted 
language has become normal, and one of the means to critique such a 
society is to describe its cunning in misappropriating the theoretical 
vocabulary which prevailed before its rise (ibid). 

Situated within a World Systems theory, Richard Lee (2000) speaks to how the 

structures of knowledge have been constituted as part of a larger "modern world 

system" that includes capitalism with end goals of domination and hegemony. 

First Postulate: The production and reproduction of the structures of 
knowledge has been a process constitutive of and constituted by the 
Modern World System...the pursuit of objectivity-the view from nowhere; 
the erasure of agency, history, in short of subjectivity in whatever form-
arose as the confederate process of rationalization and embodies the 
progressive privileging of formal rationality, disinterested calculation, as a 
generalized means of instrumental action.,.(p.787) 
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Some of the human activity that western cosmological paradigms 

construct or "reify" as second nature has to do with conflict and opposition. Here 

is one point (among many) where western and Indigenous cosmologies depart 

ways. Many sociological "masters" saw conflict and opposition as the natural 

order of social interaction, as in the Weberian tradition, where conflict and 

opposition are seen as an integral part of society. In Economy and Society, 

Weber (1947) sees domination as a legitimate form of authority. Spencer 

maintains that for Mannheim, "the existential boundedness of human knowledge 

is rooted in the social existence of competing human groups" (p.3). However, 

many theorists working in the deconstruction of western traditions saw conflict 

and opposition as steps forward, perceiving consensus as false, in that it really 

hid the face of homogenization, the residual of domination from totalitarian 

systems. 

Conflict theory is one of the four major traditions in the field of 

sociological theory, established as classical sociological theory through Karl Marx 

and the conflict tradition and Max Weber and the legitimation tradition (Collins, 

1974). In Conflict Sociology (1974) Collins relates conflict theory as "the most 

fruitful tradition of explanatory theory...running from Machiavelli and Hobbes to 

Marx and Weber" (p.56). It is interesting that cynicism is called realistic, while 

other perspectives that are not so cynical are labeled as romantic, ideal or 

Utopian. 
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Machiavelli and Hobbes initiated tlie basic stance of cynical realism about 
human society. Individuals' behavior is explained in terms of their self-
interests in a material world of threat and violence. Social order is seen as 
being founded on organized coercion. There is an ideological realm of 
belief (religion, law) an underlying world of struggles over power; ideas 
and morals are not prior to interaction but are socially created, and serve 
the interests of parties to the conflict, (p.57) 

Collins goes on to discuss how Marx added the more explicit factors of economics 

particularly, but how, over and above an economic realm, material conditions are 

shaped by the interests of the ruling class and therefore merge into ideological 

spheres, "determinants... other material conditions- the means of mental 

production-determine which interests will be able to articulate their ideas and 

hence to dominate the ideological realm..."(p.58). It is through Marx that the 

structuring of consciousness becomes a factor in inequitable conditions. Collins 

quotes Marx, "It is not the consciousness of men that determines their existence, 

but their social existence that determines their consciousness" (Marx, 1971:20). 

Collins portrays human interaction as basic and "animalistic". 

For conflict theory, the basic insight is that human beings are sociable but 
conflict-prone animals. Why is there conflict? Above all else, there is 
conflict because violent coercion is always a potential resource and it is 
zero-sum sort....we can see that the availability of coercion as a resource 
ramifies conflict throughout the entire society...Think of people as animals 
maneuvering for advantage, susceptible to emotional appeals, but 
steering a self-interested course towards satisfactions and away from 
dissatisfactions (pp.58-60). 

In his arguments, Collins reveals that his thoughts and his paradigmatic referents 

are in themselves stratifying. 
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The basic argument, then, has three strands; that men live in self-
constructed subjective worlds; that others pull many of the strings that 
control one's subjective experience; and that there are frequent conflicts 
over control. Life is basically a struggle for status in which no one can 
afford to be oblivious to the power of others around him. Often we 
assume that everyone uses what resources are available to have others 
aid him in putting on the best possible face under the circumstances, we 
have a guiding principle to make sense out of the myriad variations of 
stratification. 

Collins goes on to describe how Max Weber takes up this path of analysis, 

leading conflict theory into the domain of sociological inquiry and theories. His 

construction of power again speaks only to a definition that resonates with 

asymmetrical relationships involving dominance. 

Max Weber (1968:53) defined power as the ability to secure compliance 
against someone's will to do otherwise. This is not the only possible use 
of the word "power", but it is the most useful one if we are looking for 
ways to explain people's outlooks, (p.58) 

Antonio Gramsci, in his attention to power, introduced the concept of 

hegemony, also emphasizing the key part played by ideologies and culture. By 

"ideological hegemony" Gramsci meant the opinions of the masses were 

manipulated to support the ideology put forward by the ruling, dominant class, 

building upon what Gramsci referred to as the "popular consensus". Through the 

use of certain social institutions such as religion, education and elements of 

popular national culture, 

a ruling class can impose its world-view and have it come to have it 
accepted as common sense. So total is the hegemony established by 
bourgeois society over mind and spirit that it is almost never perceived as 
such. It strikes the mind as "normality", (p.67) 
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Gramsci felt that in both ideological as well as political struggles against 

hegemony, the main struggle is for the minds and hearts of the people 

(Spencer). 

Berger and Luckmann updated the sociology of knowledge in their 1966 work, 

The Social Construction ofReaiity, 

Man's self-production is always and of necessity, a social enterprise. Men 
together "produce, a human environment, with the totality of its socio-
cultural and psychological formations....One may ask in what manner 
social order arises. The most general answer to this question is that social 
order is a human product. Or, more precisely, an ongoing human 
production. It is produced by man in the course of his ongoing 
externalization....Both in its genesis (social order is the result of past 
human activity) and its existence in any instant of time (social order exists 
only and insofar as human activity continues to produce it), it is a human 
product, (p.48) 

Berger and Luckmann describe the concept of'Habitualization" and how with 

such behavior choices are narrowed. Yet Berger and Luckmann define this 

narrowing of choices as beneficial, as a "gain- In other words, the background of 

habitualized activity opens up a foreground for deliberation and innovation" 

(p.51). It would seem to me the gain might exist only within the paradigm 

superimposed by the habituated thought, effectively circumscribing other options 

created by differing paradigms. Berger and Luckmann admit that the process of 

habitualization precedes any institutionalization, "The typifications of habitualized 

actions that constitute institutions are always shared ones. They are available to 

all members of the particular social group in question, and the institution itself 

typifies individual actors as well as individual actions" (p.52). With the 
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introduction of institutions as a codified construct, the path of narrowing is 

furthered, not only by the perception of choices, but through the constituency 

that may partake in the choices presented, as institutions necessitate a common 

background. The inception of institutions also implies a certain path taken that 

will dictate a particular accumulation of specific experience, a prescribed history. 

Institutions further imply historicity and control. Reciprocal typification of 
actions are built up in the course of a shared history. They cannot be 
created instantaneously. Institutions always have a history, of which they 
are the products. It is impossible to understand an institution properly 
without an understanding of the historical process in which it was 
produced. Institutions also, by the very fact of their existence, control 
human conduct by setting up predefined patterns of conduct, which 
channel it in one direction as against the any other directions that would 
theoretically be possible (p.52) 

Moving to contemporary discussions of knowledge, Michel Foucault, with 

the introduction of his concepts of the "archaeology of knowledge", calls into 

question the very bases of knowledge; what is legitimized as valuable, and 

therefore included, and what is excluded and the varying criteria that each 

category comprises. The work of Michel Foucault is considered pioneering in 

many ways. He uncovered the routine ways in which the social identities that we 

take for granted are not only constructed, but are meant to create certain forms 

of order. In The Order of Things (1970) Foucault looks at how societies and 

cultures produce systems of knowledge. A pivotal portion of Foucault's work is 

that he demonstrates how systems of classification themselves operate to 

produce forms of knowledge and for Foucault this leads inexorably to an analysis 



of power. In Foucault's analysis then, power exists and is exercised in any 

relation and the balance of powers must be made explicit. (Fuery & Mansfield, 

1997) 

What Foucault protests against is the linear progression of rationalistic 

thought that hegemonically denies any kind of knowledge or truth other than 

that obtained empirically, based on objective methods grounded in positivistic 

science. What Foucault does is unearth the roots of these massive, hierarchical 

and hegemonic assumptions and through a western analysis implode the 

constraints place on the knowledge of the world. 

Tracing the role of science, knowledge and power, Foucault did not simply 

create rough divisions by date and happenings. Instead Foucault identified the 

omissions in scientific practice in all of the functioning "sciences". To some, the 

creation, initiation and support of scientific knowledge and the diversification of 

that knowledge into disciplines representing mathematics, physical sciences, 

medicine, biological sciences and other sciences, and even engineering, was the 

advancement of knowledge and "man's" increasing grip on the natural world". 

Supposedly with the secularization of science in the eighteenth century came the 

ultimate freeing of knowledge from the value-laden necessities or the need to 

harmonize all knowledge, especially new knowledge, with theological or 

philosophical belief. These fields were increasingly considered to be the major 

spur to progress, scientific innovation, and contributing to an objective and 
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positivistic understanding of the world. Foucault offers counterpoints to the basic 

assumption that knowledge is based on rational thought, positivism, or empirical 

science. Foucault denies that knowledge can be traced in a linear trajectory from 

the Enlightenment, with ever increasing surety and "rigor" up to the present day. 

Instead, he offered a descriptor of the march of western thought as a "global 

totalizing" regime. There is still a canonical referent that is considered the "holy 

law" and seemingly sacrosanct and that is the PROCESS of making science. 

Foucault traced how knowledge was not "discovered" but was methodically 

CHOSEN, for the direct purpose of certainty, full-scale aggregation of power and 

hegemonic rule. It was in the process of the creation of the version of the 

smooth, unrippled traverse of Science and Knowledge that continually created 

new and better sciences, constantly adapting in an implied evolution that these 

were certain accomplishments, at once creating, perpetuating and reinforcing the 

status quo that it was enacting. In his very analytic, Foucault notes the Western 

partiality for reductionistic process, meticulous organization; his treatise on 

"archaeology" is a warning of the danger that too intense a concentration on 

process can, over time, not only obscure the original purpose, but even result in 

the process becoming the purpose, the means becoming the end. 

To apply Foucault's analysis to the case of diversity in higher education is 

to also ask who is responsible for the creation and transmission of knowledge, or 

as Foucault asks "who is speaking?". The implications for discussion of diversity 
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in higher education, and for offering alternatives and options are important. 

Knowledge is not centered or objective; "truth" is not arrived at through 

unshakable methods, but is also subjective with "subjugated" knowledge having 

validity. In this account of the "history" of findings and treasures, Foucault 

speaks of relationships NOT chosen; the past deliberate disallowance of 

multiplicities and multiple truths and relations. There was a concerted effort 

NOT to allow the multiplicity, the "shifts" that continuously and consistently occur 

to be noted; they were obliterated, covered in the race for surety and power. 

The rationalistic search for unity, given the name of positivistic science, was in 

actuality the process of a false search that not only did not allow for a greater 

degree of unity through the allowance of natural disruptions, but also actually 

smothered and obscured the mechanisms that substantiate and confirm 

differences. 

In setting the agenda for higher education, legitimated knowledge acts as 

a decision maker, reinscribing normative paradigms because they describe 

essentially the clutch of values and assumptions that knowledge earn/ with it as it 

approaches the supposed task of education or the creation of new and the 

transmission of encuiturated knowledge. 

Surveying briefly these tenets from the sociology of knowledge reveals 

that knowledge is largely culture bound, limited by the "cognitive scripts" that we 

inherit through the knowledge handed down to us, or by the limits of what we 
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can conceive within a given world view. In trying to deal with an issue such as 

multiculturalism from the standpoint of sociological theory, we see that 

rationalism, or reason alone; empiricism, or sensory data alone, or even 

experience alone, as in phenomenology, where the analysis of experience is 

more directly concerned with the human situation, are not sufficient when trying 

present a totally inclusive concept of multiple or alternative realities. To use 

these theories as explanatory models is insufficient when discussing Indigenous 

perspectives because reasoning with the theories exempts Indigenous reasoning 

altogether. To further a discussion of the very strong suppositions in our minds 

that guide behavior and limit our view of the world, I will look briefly at 

institutions, as well and organizational theory, examining the role that 

institutionalism plays in organizational theory. 

Institutions and Organizations 

For man could no longer assume his mind's interpretation of the world to 
be a mirror like reflection of things as they actually were. ...Moreover, the 
insights of Freud and the depth psychologists radically increased the sense 
that man's thinking about the world was governed by non-rational factors 
that he could neither control nor be fully conscious of. From Hume and 
Kant through Darwin, Marx, Freud and beyond, an unsettling conclusion 
was becoming inescapable: Human thought was determined, structured 
and very probably distorted by a multitude of overlapping factors-innate 
but non-absolute mental categories, habit, history, culture, social class, 
biology, language, imagination, emotion, the personal unconscious, the 
collective unconscious. (Tarnas, p.353) 

Institutions or cognitive scripts can be conceived of as "congealed 
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interests", reflecting a codification of structures and systems of knowledge. In 

many ways, it is misleading to conceptualize knowledge under the rubric of 

institutions, for it is not an active learning, but rather a passive assimilation that 

takes place with the absorption of institutions. What is important for 

consideration of my study is that Institutions have their setting in actual interests 

and affairs of ordinary life. 

Robert E. Park ( 1939) in a discussion of institutions and collective 

behavior states, "There is...implicit in every institution a concept and a 

philosophy. In the efforts of men acting together to pursue a consistent course 

of action in a changing world, this concept emerges and the philosophy of which 

was implicit becomes explicit" (p.7). In pursuing the concept that western 

cosmology actually serves as a deterrent to achieving equity, when considering 

the blatant resistance met by attempt to introduce multiculturalism into the 

academy, there might be an explanation when inequality is actually perceived as 

an institution and viewed in light of the following. 

Although there may be implicit in the practices of every institution an idea 
and a philosophy, it is only in a changing society where it becomes 
necessary to defend or redefine its functions that this philosophy is likely 
to achieve a formal and dogmatic statement; and even then the body of 
sentiment and ideas which support these principles may remain, like an 
iceberg, more or less completely submerged in the "collective 
unconscious"...This means that, from the point of a sociology of collective 
behavior, the ideology of a society or of a social group is, like its customs 
and folkways, an integral part of its social structure, (p.8) 

Louis Althusser, although he has been criticized for seemingly returning to 
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the totalizing conceptions of structuralism, differentiates between the various 

forms of repression operating upon the individual. In "Ideology and Ideological 

State Apparatuses" Althusser (1971) points out those institutions that society 

consists of and from which they derive their normative powers such as religion, 

families, education and culture are what he calls "Ideological State Apparatuses". 

These strictures and structures form even awareness and consciousness. 

Althusser stresses the pervasively "unconscious character of ideology", that it is 

built into ail the social practices in which we are born, and thereby manipulate 

the very means and forms through which we can find meaning. 

In Pierre Bourdieu's Habitus and Field" (1990), he links the subjectivity of 

the individual and the objectivism of society by how individuals perpetuate the 

structures that they in fact create and operate within. He call this perspective 

"constructivist structuralism". Bourdieu examines the social construction of 

objective structures, emphasizing how people perceive and construct their own 

social world. Habitus is a cognitive structure through which people deal with the 

social world. It can be thought of as a set of internalized schemes through which 

the world is perceived, understood, appreciated, and evaluated. Bourdieu argues 

that the habitus both produces and is produced by the social world. People 

internalize external structures, and they externalize things they have internalized 

through practices. 

Shifting into an examination of how institutional theory is linked to 
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organizational theory, even though it is from a structural functionalist 

perspective, is useful when Perrow (1986) states. 

For institutional analysis, the injunction is to analyze the whole 
organization. To see it as a whole is to do justice to its 'organic' 
character. Specific processes are, of course, analyzed in detail, but it is 
the nesting of these processes into the whole that gives them 
meaning.(p.157-158) 

W. Richard Scott (1987) declares that, 

...institutionalization involves three phases or "moments": externalization, 
objectification, and internalization. We and our associates take action 
(externalization) but we together interpret our actions as having an 
external reality separate from ourselves (Objectification) further, the 
objectivated world is internalized by us, coming to "determine the 
subjective structures of consciousness itself (Internalization), (p.495) 

Scott elaborates on the fact that"... institutionalized belief systems constitute a 

distinctive class of elements that can account for the existence and/or the 

elaboration of organizational structure" (Ibid). Spall (2000), also contends that 

institutional theory provides a sound platform from which to analyze 

organizational change. 

Institutional Theory assists in explaining that interests, power and politics 
in organizations are shaped by institutional logics prevailing in wider 
environments... in other words, the behavior of individuals in politics is 
based in part on individual volition, but it is also deeply influenced by the 
socio-political values of structures within which the individuals are 
"embedded (.p.3) 
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In most recent literature there is a distinction made between "old" and "new" 

institutionalism. Spall identifies "the active and conceptually explicit theoretical 

underpinnings of neoinstitutionalism come from Talcott Parsons (p.5). It is with 

Parsons that the use of power as a mechanism that can be strategized as both "a 

phenomenon of coercion and consensus" (p.139) is articulated. This view is of 

course embedded in a structural functional perspective that sees all phenomena 

as instrumental and subordinate within a socially integrative function. 

Scott (1987) makes a distinction between regulative, normative and 

cognitive aspects of institutions, 

The regulative effect is based on coercion. Conformity is based on actors 
having internalized values, social obligations, formal laws, or quasi-moral 
norms. The cognitive effect is based on mimetic processes where actors 
comply with deeply ingrained cultural scripts, assumptions and solutions. 
These are the "taken for granteds" that no one challenges. Conformity is 
based on membership and participation in a culture. 

From The New Institutionalism in Organizational Analysis by Powell & DiMaggio 

(1991) comes a discussion of institutions themselves reveal as the level of an 

assumed worldview. For instance the concepts of opportunistic, selfish behavior 

is antithetical to indigenous thought, as is the concept of "property rights". But 

Powell and DiMaggio reinforce the concepts that many of the influences at play 

in organizations are not always fully cognized. 

As we move from the new institutionalism in economics and public choice 
to the new institutionalism in regime theory and organization theory, the 
term institution takes on a different meaning. In the former approaches, 
institutions are the products of human designs, the outcomes of purposive 
action by instrumentally oriented individuals. But in the latter, while 
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institutions are certainly the result of human activity, they are not 
necessarily the products of conscious design, (p.8) 

Authors in fields such as cultural studies recognize such underlying forces. 

Raymond Williams (1983) discusses current contexts in terms of our society in 

general and the effects of inequitable institutions that nevertheless are presented 

as egalitarian, 

At this critical point, the relative absence of democracy in other large 
areas of our lives in especially relevant. The situation can be held as it is, 
not only because democracy has been limited at the national level to the 
process of electing a court, but our social organization elsewhere is 
continually offering non-democratic patterns of decision. This is the real 
power of institutions, in that they actively teach particular ways of feeling, 
and it is at once evident that have not nearly enough institutions which 
practically teach democracy. The crucial area is in work, where in spite of 
limited experiments in "joint consultation", the ordinary decision process is 
rooted in an exceptionally rigid and finely-scaled hierarchy, to which the 
only possible ordinary response, of the great majority of us, are 
apathy.(p.41) 

In light of introducing Indigenous cosmology into the discourse on the efficacy in 

multicultural efforts, it is imperative to realize that certain impediments exist, due 

to the very nature of institution within organizations. Powell and DiMaggio 

(1991) allow that institutional arrangements are reproduced, 

...because individuals often cannot even conceive of appropriate 
alternatives (or because they regard as unrealistic the alternatives they 
can imagine). Institutions do not just constrain options, they establish the 
very criteria by which people discover their preferences. In other words, 
some of the most important sunk costs are cognitive, (p.11) 

With both "old" and New" institutionalism, however, each stresses the role of 
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culture in shaping organizational reality. This is a good beginning for explicating 

nny study. 

For Randal Collins, what most people call social structure, he argues, is 

constituted out ofinteraction ritual chains" in which people, operating at the 

level of practical consciousness, invest cultural resources and emotional energy 

in ritual encounters that enact either hierarchy ( when cultural and emotional 

resources are unequal) or solidarity ( when these are evenly matched). 

This becomes a credible explanation for why solidarity exists when certain 

groups are oppressed, but is replaced by hierarchal structures and relationships 

when they move along the continuum of resources such as, for instance, prestige 

or professional status. Allegiances shift, away from being on an equal footing 

with others who are dispossessed, to an unequal basis that is oppositional to 

solidarity. 

That organizational institutions are heavily Influenced by cultural norms is 

clear in the essay by Friedland & Alford, 

This early rationalization, and the interpenetration of public and private, 
seems to be a direct institutional legacy of Christendom's "religious 
capita I ism "...The central institutions of the contemporary capitalist West-
capitalist market, bureaucratic state, democracy, nuclear family and 
Christian religion, shape individual preferences and organizational 
interests as will as the repertoire of behaviors by which they may attain 
them. (P.232) 

The authors state that "The Western experience of individuality, of choice, of 

freedom, has been institutionally and historically shaped by the emergence of 
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capitalism, state, democracy, the nuclear family and the Christian religion" (ibid). 

Against most arguments to the contrary, postmodernism has done little to 

alter these paradigms. Although postmodernism is at times considered "the 

death of history" or all that has come before, and thereby opens the way for new 

ways of being, new political arrangements, and a more fluid subjectivity, 

institutions and cosmological paradigms simply submerge to an even more 

irretrievable level. 

The need to rethink these notions of human and planetary life as a 

competitive struggle that pits subjects against one another is found in some 

current ecology movements. Fritjof Capra (1996) talks about" a new scientific 

understanding of life at ail levels of living systems-organisms; social systems, 

and ecosystems" (p.3). Capra refers to the multiple crises faces our globalized 

society as having a unified root cause. 

Ultimately, these problems must be seen as just different facets of one 
single crisis, which is largely a crisis of perception. It derives from the fact 
that most of us, and especially our large social institutions, subscribe to 
the concepts of an outdated worldview, a perception of reality inadequate 
for dealing with our ...globally interconnected world. 

There are solutions to the major problems of our time...But they 
require a radical shift in our perceptions, our thinking, and our values...But 
this realization has not yet dawned on most of our political leaders. The 
recognition that at a profound change of perception and thinking is 
needed if we are to survive has not yet reached most of our corporate 
leaders either, or the administrators and professors of our large 
universities, (p.4) 

Capra makes the scientific paradigm posited by Thomas Kuhn an analog to social 

paradigms, 
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The paradigm that is now receding has dominated our culture for several 
hundred years, during which it has shaped our modern western society 
and has significantly influenced the rest of the world. This paradigm 
consists of a number of entrenched ideas and values, among them the 
view of the universe as a mechanical system..., the view of the human 
body as a machine, the view of life in society as a competitive struggle for 
existence, the belief in unlimited material progress to be achieved through 
economic and technological growth, and last-but-not-least-the belief that a 
society in which the female is everywhere subsumed under the male in 
one that follows the basic laws of nature, (p.6) 

Possibilities for Change- Contemporary Integrative Theories 

Once these deep-seated institutions are recognized, how to challenge and 

destabilize them? Integrative theories deal with attempts to integrate both 

structure and agency; the macro-level theories that deal with the structures and 

institutions of society with micro-level theories of everyday life. These integrative 

theories try to transcend the restrictions superimposed by either approach. They 

do this by advocating that individual action and thought can have the freedom to 

interpret, influence, and act within any constraints given, be they organizational, 

institutional, power relation or construction of social reproduction. One such 

theory is Anthony Giddens' theory of structuration. 

Giddens puts forward the integrative idea that individual agency and 

structures ostensibly created by society or larger institutional social forces are 

not an either/or proposition, but are, in fact, in a fluid relationship with each 

other. The concept of structuration underscores the duality of structure and 

agency. There can be no agency without structures that shape motives into 



practices, but there can also be no structures independent of the routine 

practices that create them. Social structures can be altered, but it is the 

unquestioned reiteration by individuals of those social forces that actually 

reproduce structure; individuals act then, not as agents for themselves or 

individual initiative, but as agents of structure, thereby sealing their fate within 

hegemonic forms. The social structures that constitute traditions, institutions, 

moral codes, and established ways of doing things could be changed if humans 

were to become aware of their own complicity and start to ignore them, replace 

them, or reproduce them differently (Giddens,1986). Cultural change can occur 

in personal or private moments of individual transformation. While the stability of 

culture is maintained, slow incremental process is undergone as individuals strive 

to reproduce, adapt or change the contexts which make their identities relevant. 

Giddens Theory of Structuration stresses this mutual constitution of both 

structure and agency. Giddens argues that structure and agency are a duality 

that cannot be conceived of apart from one another. It is through their activities 

that humans create both their consciousness and the structural conditions that 

make their activities possible. Structures are simply the rules and resources that 

give social practices a systemic form. Only through the activities of human actors 

can structure exist. Since humans are social actors and as such are reflexive, 

they can monitor their own activities and examine the structural conditions that 

impinge on their lives. They can then adapt their actions to either reproduce or 
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negate hegemony, and Giddens emphasizes this path as humans having the 

power to shape their own actions. 

Current Modes of the Production of Knowledge 

In the struggle for definitions to the question: "what is knowledge and 

from what sources can we best learn?", traditionally the academic pursuit and 

production of knowledge is defined through discovery and research; transmission 

through teaching; support through service. However, whenever efforts that fall 

within the parameters of multiculturalism attempt to make inroads into higher 

education, many objections and barriers have been raised. What lies at the root 

of the failure of education to incorporate multicultural/diverse bodies of 

knowledge that honor the subjective? Traditional models of education have 

come under scrutiny as they have become less responsive to their constituencies 

and less and less a reflection of the population within the society. But rather 

than addressing issues of reform or the quality of education, I would highlight 

the need to carefully examine the old "totalitarian theories" of knowledge. Issues 

of pluralism and change within the educational academy involves examining a 

form of pedagogy that may be inherent in the structures of our educational 

organizations. Although postmodern discourse is said to cause chaos, in an 

openly acknowledged universe of non-surety, indigenous ways of relating to the 

world can be better cognized; "relationships" that do not as much search for 

unity, as allow for disunity. 
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In setting the agenda for higher education, legitimated knowledge has 

always acted as a decision-maker. But this model of "legitimating" is normative 

because it transmits only enculturated knowledge. The basic assumption of this 

model is that those who have knowledge, who have investigated the nature and 

origin of knowledge, know best. In its purest form, this is a model of 

corporatism, knowledge as a separate entity with its own rights and privileges, 

providing justification for its existence, independent of social structures, virtually 

untouched by the requirements of a public, or members of those social 

structures. In this model, investigation and inquiry was intensified and was 

increasingly considered to be the major spur to progress, scientific innovation, 

and a positivistic understanding of the world. 

J. M. Blaut (1993) discusses what he calls the "Colonizer's Model of the 

World". In critiquing Eurocentrism, Blaut denies that it is simply synonymous 

with a bias or prejudice. Eurocentrism is "hard-wired" into science and matters 

of scholarship, and under girds empiricism and a positivistic outlook on the world. 

To be precise, Eurocentrism includes a set of beliefs that are statements 
about empirical reality...Eurocentrism therefore is a very complex thing. 
We can banish all the value meanings of this world, all the prejudices, and 
we still have Eurocentrism as a set of empirical beliefs" (p.9). 

Blaut outlines why it is imperative to look at cosmological levels when attempting 

to eradicate inequality and instill social justice, because it is at that level that the 

permutations must occur, 

Eurocentrism is quite simply the colonizer's model of the world. 
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Eurocentrism is the colonizer's model of the world in a very literal sense; it 
is not merely a set of beliefs, a bundle of beliefs. It has evolved through 
time into a very finely sculpted model, a structured whole; in fact a single 
theory(p.lO) 

The bane of postmodern deconstruction is that once deconstruction has taken 

place, there is nothing viable to put in its place. Postmodern theories are still 

anchored by Western cosmological constructs that cannot perceive alternative 

modes of thinking, being and acting in the world. 

Sharon D, Welch (1985), a feminist working the area of liberation 

theology, realized incipient shifts in the construction of western world and 

although she states, "my conclusion is that there are fundamental distortions in 

the categories of western thought" (p. 8) there is little to provide solidity, 

...as part of an epistemic shift that is shattering the foundations of 
western knowledge and action, in the work of Michel Foucault I find an 
incisive, unsettling description of this shift, of the collapse of meaning, of 
language, and of its relation to reality, (p.9) 

A Haudenosaunee concept speaks to a different type of liberation that does not 

disintegrate into non-entities. 

Liberation theologies are belief systems which should challenge the 
assumption, widely held in the West, that the earth is simply a 
commodity, which can be exploited thoughtlessly by humans for the 
purpose of material acquisition within an ever expanding economic 
framework. A liberation theology will develop in people a consciousness 
that all life on the earth is sacred and that the sacredness of life is the key 
to human freedom and survival, (p.77) 
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Indigenous Perspectives 

Wiiat do Indigenous perspectives offer that would enact institutions 

differently? Can it be said that Indigenous cultures do not have institutions that 

are socially enculturated and reproduced? Not at all; but what the institutions 

reproduce would not have the same stultifying effect as rationality, capitalism, 

pseudo-democracy or hierarchy. 

Vine Deloria Jr. (1979) sees the conflict between Indigenous and Western 

perspectives as foundational. 

In every area where Indians have had to relate to Western European 
concepts, policies, and programs, there has been dreadful 
misunderstanding...The fundamental factor that keeps Indians and non-
Indians from communicating is that they are speaking about two entirely 
different perceptions of the world...It often appears that Indians are 
immune to the values which foreign institutions have forced them to 
confront. Their minds remain fixed on other realities (p.136). 

It is also apparent these are not only historical realities, but ones that co-exist 

and even supercede any contact with western versions. 

No matter how well educated an Indian may become, he or she always 
suspects that Western culture is not an adequate representation of reality. 
Indian customs and beliefs were regarded as primitive superstitions 
unworthy of serious attention. In recent decades non-Indians have finally 
come to recognize that many Indian ideas were ecologically and 
scientifically sound and only seemed primitive. ...Examples of Indian 
traditions that have been verified to be scientifically correct are 
numerous.(p. viii) 

Gordon Brotherston (1992) see "the testimony of Native Americans 

themselves, in a time and space their very texts imply and affirm...It attends to 

that native coherence ceaselessly splintered by Western politics and 
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philosophy"(preface). Brotherston articulates the continual elide of Indigenous 

perspectives, 

On being labeled the New World, America entered into a story of 
depredation for which the planet has no parallel....As a result of invasion 
from beyond its shores, it has suffered uniquely. In the course of just a 
few centuries its original inhabitants, though settled there for millennia 
and countable in many millions, have come to be perceived as a marginal 
if not entirely dispensable factor in the continents destiny. In not one of 
its nation-states is the dominant or official language effectively an 
indigenous one. Rare are the educational systems that consistently relate 
surviving indigenous peoples to the deeper past of American... Rarer still 
is the historiography that seeks to excavate its premise locally rather than 
blindly corroborate imported versions. It will be said: History cannot be 
undone. A response is this: of course, but history is not yet over and will 
become what we choose to make it. At the same time, from within the 
citadel of what is now called First World capitalism, certain voices ask 
whether the end of the people Columbus began to exterminate might not 
mean an irrevocable loss of identity and the end of all our selves, (pp. 1-
3) 

There are these elides when it comes to indigenous knowledge, for 

example. 

In the Library of Congress systems...the categories Native America and 
Fourth World literature are simply absent. After all, if the prime function 
of classic texts is to construct political space and anchor historical 
continuity, it becomes easier to focus on those of the Fourth World on the 
understanding that such a world may actually exist. This is truer still when 
these classics are understood also to consecrate belief, say in our origins 
as humans, or our debt to the earth, which in some ways implicitly 
opposes the whole authoritative and prescriptive weight of Old World 
biblical dogma...or the blithe universalism of Western science.(p.4) 

Brotherston also speaks of the representatives from multiple Indigenous nations 

converging, in 1990, in Quito, Ecuador, 

The sheer number of participating nations, some 120, is more than can 
be conveniently listed here...brought together political memory, 
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definitively subordinating all local differences in the face of the threat that 
began with Columbus and has grown ever since. Moreover, going deeper 
than political alliance, their unanimity was founded on the notion not just 
of Indian dispossession but of human survival...In this way, the Quito 
forum establishes the decisive principle of continuity before and after 
1492, of known histories whose beginnings long antedate Columbus, 
affirming them against the insistent Western urge to curtail and sever. In 
the Fourth World it has been a case not so much of the "poverty of 
history" as of its deliberate scholarly impoverishment... Native American 
tenacity and resilience in the face of such assault, and against all 
technological odds, argue for belief that... As the Quito Declaration 
indicates, its sources lies in cosmogony... (p5-6). 

The values inherent in Indigenous cosmology offer different referents and 

blueprints from which to draw the social and cognitive maps of our world. From 

leadership to the simplest interaction, behavior in Indigenous cultures derive 

from vastly different models than those practiced in western culture. The 

Haudenosaunee (Mohawk Nation, 1978) reflect on Indigenous views of 

governance and the fact that leadership is not sought to afford one dominance 

over others, 

Human societies must form governments which will serve to prevent the 
abuse of human beings by other human beings...Governments should be 
established for the purpose of abolishing war between brothers and to 
establish peace and quietness,..Put forth the principle that government is 
specifically organized to prevent the abuse of human beings by cultivating 
a spiritually healthy society and the establishment of peace...Peace was to 
be defined not as the simple absence of war or strife, but of the active 
striving of humans for the purpose of establishing universal justice. 

In 1977, representatives from the Haudenosaunee traveled to Geneva 

Switzerland to speak to the 4th Russell Tribunal on the case of oppression to 

Native peoples. The speeches did not emphasize abuse as much as they 
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articulate a vision of life distinctly different than those conceived by western 

constructs. Most importantly perhaps is the perception that spirituality is 

considered " the highest form of political consciousness"(p.49). This is so 

because of the high degree of inclusion and respect demanded by the 

Indigenous ethic. 

The majority of the world does not find its roots in Western culture or 
traditions. The majority of the world finds its roots in the natural world, 
and it is the natural world and the traditions of the natural world which 
must prevail if we are able to develop truly free and egalitarian societies. 
(p.53) 

What is often misunderstood in terms of Eurocentric behavior is that the 

perpetuators of dominance and inequality suffer perhaps more than those 

subjected to it. 

It is the people of the West, ultimately, who are the most oppressed and 
exploited. They are burdened by the weight of centuries of racism, 
sexism, and ignorance which has rendered their people insensitive to the 
true nature of their lives, (ibid) 

The theme of the West not understanding the totality of life runs through many 

Indigenous texts. Dagmar Thorpe (1996) speaks of 

A perception of life which is limited to material reality and excludes 
spiritual reality makes it easier for an individual to justify destructive 
thought and action, because the impact on the spirit within life is not 
seen, felt or understood" (p.2) 

Vine Deloria Jr. (in Suzuki, 1992) also attributes a basic lack of knowledge and 

perception to the West, 

In seeking the ultimate answer to the meaning of existence, that is 
reading God's mind, as early scientists considered their work, modern man 
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has foreclosed on the possibility of experiencing life in favor of explaining 
it. Even in explaining the world, however, western man has 
misunderstood it. (p.242) 

The resulting destructiveness of the West is the consequence, "Modern man, the 

world eater, respects no space and no thing green or furred as sacred. The 

march of the machine has entered his blood" (Suzuki, p.154). Haunani-Kay Trask 

(1998) perceives dominance and hierarchy as intrinsic to western values. 

Ownership was the only way human beings in the world could relate...and 
in that relationship, some one person had to control the interaction 
between humans, that hierarchy always resulted in dominance, thus any 
authorit/ or elder was automatically suspected of tyranny...that work must 
be continuous and ever a burden...the West has long since lost a deep 
spiritual and cultural relationship to the earth (p.117). 

In terms of considering Indigenous principles are referents for a successful 

multicultural agenda, it is clear that they offer a wider, more comprehensive 

scope when considering liberation, 

The people who are living on this planet need to break with the narrow 
concept of human liberation and begin to see liberation as something 
which needs to be extended to the whole of the natural world. What is 
needed is liberation of all things that support life, the air, the water, the 
trees- all the things which support the sacred web of life. 

Many nation states may feel threatened by the position that the 
protection and liberation of the natural world people and cultures 
represent; a progressive direction which must be integrated into the 
political struggles of people who seek to uphold the dignity of man. But 
that position is growing in strength and it represents a necessary strategy 
in the evolution of progressive thought, (p.53) 

This concept of progressive thought can be found in the academy from 

Indigenous authors. O'Meara and West (1996) state their purpose clearly, "to 



120 

begin to establish the parameters of a new period and character of interaction 

between indigenous and non-Native peoples of North America through their 

experiences in university and academic practices and settings..."(Preface). As 

an exercise in stretching and expanding conceptual boundaries, 

Cordova asks that academic communities consider the essential 
description of the world offered by Native North America as tantamount to 
a philosophical pursuit. To "do" philosophy would mean to approach the 
substance of Native though as a 'completely alternative explanatory 
system for the world and for human nature.' The requisite precision of 
doing philosophy may reveal the essential differences between Native and 
non-Native cultures and natures (p.6). 

Poka Laenui, President of the Pacific Asia Council of Indigenous Peoples spoke in 

1993 on the 100th anniversary of the invasion of independent Hawaii, 

As a first task, let us re-examine the definitions of progress and the mode 
of achieving it, for a partnership can never work if there are no common 
values or aspirations....The domination theme, which has ruled the 
present evolutionary period of human development, has witnessed the 
institutions of slavery, imperialism, colonization and economic 
conglomerations which have demoted the quest for spiritual development 
to the lowest rung of consideration. In the quest to dominate we have 
seen man's rampant destruction of his immediate environment and his 
insatiable hunger for further destruction in lands far from his own shores. 
None of these activities have raised the measure of happiness for human 
society one iota. Indeed, peace, joy and contentment-requisites for 
spiritual development-can be experienced in the sight of waters running 
freely, in the sight of a man and a woman working side by side in their 
fields. I submit that in our new partnership we explore not new ways of 
sharing in the domination process, but in totally new modes of conduct 
built on the respect of things right to be (in Ewen, p.52). 

This research aligns with that progression, the potentiality for partnership and 

the hope expressed by Deloria when he declares, 
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In the fields of scientific knowledge and social reform we see a gradual 
and irreversible movement away from the sterility of the traditional 
Western European formulas and doctrines into a more flexible and 
broader awareness of the manifold experiences of life....Faced with this 
[comes the] irresistible urge to attempt to outline an alternative way of 
conceiving reality (p.ix). 
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CHAPTER 3 

METHODS 

By focusing on external reality, historians marginalized emotional truth... A 
Fijian elder has put it this way: "People [outside researchers] do not 
understand the unseen, which is the reality of our lives; they do not 
realize its power. They look only at the seen (Katz, 1993:294). 

Constructions and discussions of diversity in higher education are often 

based on notions of outward differences (e.g. numbers of students, faculty and 

staff by gender, race/ethnicity, disability etc). However, I suggest investigating a 

different measure for diversity in higher education. Rather than using only 

external criteria for measurement, I shift to also examining the interior realities, 

subjective experience, and situated relationships of individuals from various 

backgrounds in the context of structures and practices within an institution of 

higher education, I am interested in how diversity, as defined by the institution 

formally, is experienced by those who work within the institution. This 

investigation rests on the premise that different worldviews need to inform and 

be at play in organizations and that worldviews are based on concepts and 

models of interaction and relationships. I am interested in whether a singular 

prevailing worldview or multiple worldviews are advanced by institutions in 

relation to conceptualizations of diversity, and how, in either instance, it relates 
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to and affects the lived experience of organizational members. I am particularly 

interested in the extent to which an Indigenous worldview exists within 

institutions that are publicly working towards some form of diversity. My work 

combines an historical analysis of public documents and an analysis of current 

interview data of people's private experiences of the institution. These are 

examined to determine the extent to which a diversity that is other than 

representational exists. 

Theory and Research Questions 

I have five principal research questions investigating whether, to what 

extent, and how, is Indigenous cosmology culturally present in institutions of 

American higher education. My research questions are grounded in several 

bodies of theory. In the following section I briefly discuss the theories I use, how 

they relate to my research, and the theoretical precepts of each theory from 

which I draw my subsequent research questions. 

I use, in varying degrees, five theoretical frameworks, that overlap in their 

focuses and together, provide an interwoven, mutually supportive framework in 

which to examine my topic. Two of the theories. Critical and Fourth World, can 

be viewed as existing under the rubric of an "emancipatory interest...which seeks 

to free people, not only from the domination of others, but also from their 



domination by forces which they themselves do not understand" (Reason & 

Rowan, 1985). 

Another primary theory underlying my research is Institutional theory, 

providing the concepts of normative, cognitive and regulative rules (Scott, 1987). 

In conjunction with Fourth World theory, these theories provide both background 

and structure from which to delve into questions of assumptive reality. 

Institutional theory and Fourth World Theory under gird and frame all research 

questions. They form the larger conceptual framework from which more 

specified questions can be addressed In particular by additional theories; they 

are used both as analytic lens as well as mechanisms of comparison. Finally, I 

draw on World Systems and Organizational Theory. 

World Systems Theory offers a critique of the West within a historical, global 

and systemic analysis. This global perspective encompasses a "spatio-temporal 

range of concerns" with a discussion of macro-structures which intersect 

economics, land development and considerations of nation and state identity, as 

well as questions of structures of identification (Goldfrank, 2000). In addition, 

Wallerstein discusses the "inclusive totality from which the analysis of 

change...should proceed" that is useful in my study (id, p.157). In using a 

cosmological approach, one assumption is that the embeddedness of western 

institutions are not only ubiquitous, but also that they may act contrary or 

counter to movements toward equity. In studying certain aspects of equity and 
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diversity from a historical "world-systemic factors" lens, the discussion 

acknowledges the far reach of deeply ingrained institutions and values shaped by 

capitalism, 

...constructed [to] make it possible for capitalist values to take a priority, 
such that the world-economy was set upon the path of the 
commoditization of everything in order that there be ceaseless 
accumulation of capital for its own sake (Wallerstein, 1997:2). 
(http ://f be. bi nghamton.edu/iwecol. htm) 

Organizational theory provides frameworks that can discern determinants, 

influences and interpretation of meanings within higher education organizations. 

Intrinsically linked to Institutional theory. Organizational theory acknowledges 

that organizations can manifest as cultural systems that covertly govern their 

institutional processes with specific, calculated outcomes in mind. These 

processes and outcomes are inextricably connected to issues of power and 

authority, and act as an espousal of that system's either current or past cultural 

values. 

Deriving from a varied corpus of theories, my research questions are linked 

specifically in the following ways: 

In looking at the formal expressions of the formal organization, I draw on 

Organizational Theory, with discussions of the lapse between intent and action in 

organizations (Weick, 1995) as well as discussions of collegiate culture. Chaffee 

and Tierney (1988) examine organizations through; 

• Values held by members of the organization. 
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• The structure by which the organization accomplishes its activities 

• The understanding members develop about the nature of the 

organizations context or environment. 

Chaffee and Tierney offer an examination that is helpful to my project with the 

perspective that, "The cultural paradigm views an organization as a social 

construction where participants constantly interpret and create organizational 

reality...That is, the way faculty and administrators become and remain socialized 

to an institution is a critical element..." (p. 7). 

Chaffee and Tierney are also useful in offering a framework of 

organizational culture that investigates values, "Pertinent to this dimension are 

the beliefs, norms and priorities held by members of the institution. These 

values are most apparent in the institution's mission...the college's core set of 

values and its underlying ideology" (p.20). 

The model of organization as culture supports qualitative methods such as 

interviewing and narrative, with Chaffee and Tierney maintaining, 

"Communication is the primary vehicle through which members perceive and 

interpret their world, so it is the sine qua non of organizational culture" (p.21). 

Consequently, my first research question, from the perspective of 

organizational culture and organizational values, generated by efforts to see 

more clearly the relationship between individuals and institutions, historically and 

currently, is: 
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1) Are the norms and values of relational respect, consensus, inclusion, 

and participatory decision-making (representative of Indigenous 

cosmology) a part of institutional practice? la) what can be 

determined about the relationship between the institution and the 

individual in the context of such an Indigenous worldview? 

In terms of what can be gleaned from the analysis of public documents, I also 

2) What efforts has the institution made, and what environments, 

historically and currently, has the institution constructed, in the 

implementation and praxis of ongoing, differing definitions of diversity? 

And: 2a) what dimensions of experience do those efforts address? 

The second theory I use is Critical Theory, which Joe Kincheloe describes 

...concerned with extending a human's consciousness of himself or herself 
as a social being. An individual who gains such a consciousness would 
understand his or her political opinions...racial self concept or educational 
perspectives had been influenced by the dominant culture...The 
theoretical innovation critical constructivism seeks involves the 
identification of "contact points" where these macro and micro 
manifestations of power connect. The search for these contact points 
takes place on the individual terrain of consciousness, necessitating...an 
archeology of consciousness (Tierney & Lincoln, 1997:58). 

Critical Theory also often utilizes aspects of Critical Pedagogy, arguing, 

...pedagogical sites, whether they are universities, public schools...or other 
spaces, must have a vision that is not content with adapting individuals 
into a world of oppressive social relations but is dedicated to transforming 
the very conditions that promote such conditions" (Escobar, et al,1994). 
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The research question in relation, particularly, to the ideas and influences of 

Critical Theory, center around these "contact points" where unidentified or 

overlooked spheres of oppression may exist: 

3) Within relationships and work, is there an "ecosystem" of support and 

nurturanee that sustains individuals with respect; a relational integrity that 

allows and maintains autonomy and humane modes of creative 

production? 

A third, but crucial, theory is Fourth World Theory, substantiating a "different 

reality" held by Indigenous peoples of the globe, working "with the framework of 

the values of the people of the Aboriginal World" (Manuel &. Posluns, p.9). 

Fourth World Theory lends to the acknowledgement of "a transformation of 

difference into claims on the public sphere, for recognition" (Friedman, 1999:6). 

I use various sources to cull Indigenous values from the voices of an Indigenous 

constituency, making explicit statements of enduring cultural values that 

encompass a historical past as well as contemporary realities. In order to avoid 

the traps of reproducing the notion of the romantic "lost Indian"; the poetic 

"noble savage" speaking eloquently as they accept their fate as a conquered 

people and obligingly disappear, it is important that I use contemporary voices, 

not the voices of the past. These are contemporary Indigenous peoples 

expressing contemporary views that exemplify their worldview. Of course, there 

is great continuity of thought and allegiance if compared to past authors and 
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voices. These sources enlarge understanding of who constitutes today's 

indigenous populations. The main documents I draw these definitions from are: 

• United Nations Declaration on the Rights of Indigenous Peoples 

• The Center for World Indigenous Studies and its accompanying; 

• Fourth World Documentation Project 

• World Council of Indigenous Peoples 

• World Indigenous Peoples Conference on Education. 

I also use reports from Indigenous Cultural Institutes such as the Dene Cultural 

Institute, the Avataq Cultural Institute, the Inuit Cultural Institute, and the Inuit 

Circumpolar Conference. In addition I incorporate the voices of Indigenous 

activist authors in academia, (in the U.S. examples include such as Vine Deloria 

Jr.; Ward Churchill; Haunami Kay Trask; Jack D. Forbes). These authors "... are 

most importantly scholars who live, think and educate in a number of "worlds" at 

the same time; they are conscious of their association with any number of 

significant worldviews" (0' Meara & West, 1996: Preface). 

The voices that are heard are of those who represent and actualize the 

"difference", rather than that which was determined by, say, anthropological 

reports, as the voice of the outside Authority or Expert, creating taxonomies or 

perception through the filter of cultural bias. This assists in identifying practices 

and values according to a congruent cosmological referent. This body of 

knowledge informs my fourth research question: 
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4) How, and to what extent, are elements integral to Indigenous 

cosmology experienced by the individual or made integral to meaning 

making within the institution? 

The fourth theory I use is World Systems Theory. In the context of higher 

education. World Systems Theory enables a discussion of the impact of 

globalization on climates of social change and acceptance; as well as on how 

increasing global capitalism might shape the nature of diversity efforts in higher 

education in general (Slaughter, 1997) and in community colleges in particular 

(Levin, 2001). The research question arising from this theoretical perspective is: 

5) Over the period under study, to what extent does the institution 

provide a context in which Indigenous values can be practiced? 5a) has 

that context changed over time, if so, how? 

Research Design 

"To place a mirror before others-what is revealed?" (Leon-Portilla, 1963) 

Institutions of higher education evolve from, and are extensions of, 

cultural norms within a society. Indeed, much literature speaks of the 

reproductive function of all levels of education, from primary to post-secondary. 

This function is found both historically and in contemporary accounts, and holds 

across cultures as well; found historically in the calmecacof the Aztecs, as well 

as in modern-day Harvard. In this project I investigate higher education in light 
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of being this culturally reflexive institution, to discover what cultural norms 

prevail and to what extent, and at what levels diversity is being pursued and 

experienced. I examine whether historical and current practices and 

environments in an institution of higher education are still dictated solely, or 

primarily, by Western paradigms and norms, and whether and how these are 

changing. I look for the manifestations of practices that reflect values expressed 

in Indigenous worldviews. 

There is a compelling agreement between sources as to what are primary 

traits that can characterize an Indigenous cosmos. Oren Lyons (Mohawk Nation, 

1978), in speaking of traditional Native philosophies speaks to the ultimate task, 

seen as an ethic of responsibility, to care for the totality of experience. There is a 

concern for balance and a preservation of harmony for the sake of the future. 

There is also the essential belief in equity and autonomy, that "all life is equal in 

this great creation...self-governing, following the principles of love and respect 

that can ensure freedom and peace" (Mohawk Nation, p.21-22). There is a 

responsibility to share. Authors Boldt and Long (1985) discuss tribal concepts of 

society, 

Society is conceived as a cosmoscentric rather than homocentric...their 
reference point was not the individual but the "whole", which is the 
cosmic order...their conception is of the interrelatedness of all life...and 
the need for harmony among all parts...That is, the general good and the 
individual good were virtually identical...all members participated in 
decision-making as a collectivity, for the common good (p.167-169). 

In terms of governance, Haunani-Kay Trask (1999) writes that in the values held 
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by the Indigenous people of Hawaii, "...leadership was judged by how well they 

cared for their people" (p.91). 

Gerald Alfred (1999) offers a compendium of Indigenous values with the 

fundamental principles being those of openness, respect and harmonious 

coexistence. Additional examples and descriptors of Indigenous values and 

cosmology include: autonomy; harmony; revenue sharing; a perpetual quest for 

harmony and balance; a holistic state of being; peace and power on the 

collective level; commitment to a profoundly respectful way of governing; leaders 

acting for the betterment of the collective group; accessibility; good 

communication within the community; the centrality of sharing and 

accountability; no central or coercive authority; decision-making is collective (by 

consensus); power is used in ways to contribute to the creation and maintenance 

of balanced and peaceful coexistence; on-going respect in dispute resolution; 

unity and universal inclusion. (Alfred, 1999; Allen, 2000; Anderson, 2000; Boldt 

and Long, 1985; DeLoria, 1979; Mohawk Nation, 1978; Mosha, 2000; 0' Meara 

and West, 1996; Poole, 1972; Thorpe, 1996; Trask, 1999; Wilmer, 1996) 

My design involves examining the official voice of the institution through 

institutional text for evidence of their efforts and practices in relation to varying 

definitions of diversity. My design also explores the voices of individual's 

experience within the institution through their personal narratives, gained 

through interviews. Juxtaposing these two voices offers a comparison of 
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differing conceptions and definitions of diversity. In my approach, I use 

qualitative methods in a case study that includes extensive document analysis 

and semi-structured interviews with 23 individual respondents, as well as two 

group interviews. Through comparing the "voice" of the institution and the 

"voice" of individuals, I can gauge and discover to what extent, or if at all, values 

integral to various forms of diversity are present in the institution. Within the 

research design, a key empirical point is the examination for evidence that 

current efforts towards pluralism overlook cosmology altogether, with the 

supposition that other, sufficient, efforts have been made to ameliorate the 

problem. 

Case-Studv 

In order to examine where values and practices reflective of Indigenous 

cosmological views can be found in higher education, within institutional practice 

and environment, requires an in-depth study. Consequently, this research is a 

case study of a community college in the southwestern United States, under the 

pseudonym of First Pick College. I "study intensively the background, current 

status and environmental interactions of a given social unit: an individual, group, 

institution, or community" (Isaac & Michael, 1982:42). The college is located in 

a County with a population of almost one million residents. The college, as an 
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employer, ranks in the southern portion of the state in terms of providing 

full-time employment. In 1997, the composition of the county's population 

consists of 805,100 Anglos (63.3%). HIspanlcs are 24.5%; African-Americans 

2.9%, Native Americans 2.6% and Asian/Pacific Islanders equal 1.7%. (College 

Environmental Scan Update, Winter: 1998) 

The college consistently describes itself in promotional literature as 

"ranked among the five largest multi-campus community colleges in the nation." 

There are five campuses within this multi-campus college. All campuses 

combined, the total annual headcount enrollment for the Fiscal Year 2000/2001 

is 81,943, which translates into a FTSE of 18,027. District wide total full-time 

equivalent personnel equal 364 faculty and 46 Administrators, with 751.8 Staff. 

For purposes of delimitation, I study only one campus (the Best campus). 

Additionally, it is selected since it is the first campus, therefore the most 

longstanding, established in 1966, with the first permanent facility finally built in 

1971. The annual 1997 credit enrollment was 17,907 students for this campus. 

(Reported FTSE was 5,841). The "Best" campus employs 10 Administrators, 189 

full-time faculty and 144 regular institutional support staff. 

I select a community college for several reasons; some ideological, others 

more pragmatic. Primarily, the choice of a community college is one based on 

the philosophical underpinnings of the community college itself, shaped as it is 

by the rhetoric of community, access and being an institution for "the people". In 



the spectrum of higher education institutional "types", a community college is 

where you might expect to find the widest range of diversity, according to 

contemporary understandings, in light of their inceptions and origins. In the 1995 

Presidential address at the annual ASHE meeting, Patrick Terenzini speaks to the 

"educational and social significance of community colleges...it has been these 

institutions that have been responsible for extending equal access to higher 

education and greater social mobility to all Americans" (Terenzini 1996). The 

contemporary Community College is more diverse in representational terms than 

most four-year institutions. 

The factor of time in a diachronic study is another consideration. The 

Community College I examine has been in existence for 36 years. This a more 

viable time period to grapple with in terms of documentation, in comparison to 

older institutions with histories that could range from of 80-100 years. But I can 

also see how diversity and intent were built into the infrastructure at the very 

onset of the institution, by talking with people who were there at the time of its 

inception. 

Data Gathering 

Document Analysis 

I conducted a historical document analysis covering a period of thirty-six 

years, from 1965 to 2001.1 examined a total of ninety-six documents, totaling 
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5,432 pages. (See Methods chapter appendices for specific documents.) Salant 

(1994) claims that documents are particularly revealing in terms of institutional 

culture in that they are "collected for administrative reasons, in the course of an 

organizations normal business" (p.7). The thirty-six year existence of the college 

is delineated into four phases. All the data is arranged chronologically, moving 

forward in time in increments of 6-10 years. An Institutional Self- Study for the 

North Central Association (NCA) for Accreditation demarcates each incremental 

period. With the exception of Phase One, which covers a six-year period, the 

remaining three phases all cover ten-year periods. I selected documents that 

specifically and obviously discuss diversity issues, such as Affirmative Action 

documents, as well as documents that were meant to offer more general profiles 

of the institution, or meant for purposes other than issues of diversity. I obtained 

documents from three primary sources: 

1) The college's Office of Institutional Research 

2) The college's Official Archives 

3) The State Historical Society 

Interviews 

I interviewed a total of 23 individuals and 2 groups from two contexts 1) 

the institution and 2) the community. The Interviews were semi-structured. 

(Interview questions in Methods Chapter appendices). The interviews break 
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down as follows in terms of positions, disciplines and areas represented in the 

sample and the demographics by gender and ethnicity. 

The Institution: 

Table 1. Administration ( 3 )  
Men:3 Ethnicity: Anqlo-2 Hispanic-1 

First President of the College 
Current Chancellor 
Administrator from Equal Opportunity/Affirmative Action Office 

Table 2. Instructional Faculty QO') 
Men- 9 Ethnicity - Anglo-7 African-American-

2 
Female-
1 

Anglo 

Disciplines represented; 
Art 
Biology 
Economics 
Humanities 
Math 
Political Science 
Computer Science 
Writing 

Table 3. Staff (7) 
Men-3 Ethnicity- Anglo-1 / Hispanic-1/ African-

American -1 
Female-
4 

Ethnicity-Anglo- 2 / Hispanic -2/ 

Areas represented: 
Library 
Curriculum 
Counseling 
Educational Services 
Student Services & Student Development 
Community & Public Relations 
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Table 4. T he Community (3) 
Men-2 Ethnicity- Hispanic-1/ Native American-1 
Female-
1 

Ethnicity -African-American-1 

Representing: 
Urban League 
Hispanic Chamber of Commerce 
Native American Community Center 

Group Interviews 

Community College Committees associated with Diversitv Issues ( 
Cultural Commonalities Group (Faculty & Staff) 

Other Group Tl) 
Association of Retired Faculty 

Table 5. Aggregate Demographics of Total Sample: 21 Individual Interviews by 
Ethnicity and Gender 
Gender/Ethnicity African-American Anglo Hispanic Native 

American 
Total By 
Gender 

Male 3 8 3 1 15 
Female 1 3 2 0 6 
Total Ethnicity 4 13 5 1 21 

Institutional Population/Sample/Generalizabilitv 

I interviewed individuals with various experiences at the institution, 

checking for perceptions of institutional culture. I looked for observations: a) 

over an extended period of time, indicating length of membership in the 

institution b) through strata and rank, and c) to account for feelings of the 

institutionally constructed environment. In my study I included Anglo as well as 

non-Anglo interviewees. Indeed, my final sample was predominantly male and 
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Anglo. I believe this is extremely important given that one of the premises of my 

research is that cosmological diversity is pertinent beyond any single given 

constituency and has applicability to all individuals, cultures and societies. 

I chose two populations (sample clusters) to interview. They are not 

randomly selected, but are the results of purposive sampling and additional 

snowball sampling. As such, my sample may not be considered totally 

representative. Interestingly, however, if stratified along Ethnic characteristics, 

representation of sample to the universe population would be achieved. 

Consistent with the Best campus profile, 67% of Best Campus employees are 

Anglo, the next largest ethnic group is Hispanic at 22%, followed by African-

Americans at 4% and Native Americans make up 2% of employees (Fact Book, 

2001). Still, aside from this unsought category, some extrapolations can be 

made to larger populations. 

Coffey and Atkinson (1996) speak to "...a careful and systemic attention to 

the data identifies key factors and key relationships; the emphasis is on the 

search for themes and patterns from the data" (p.9). And again, Coffey and 

Atkinson explain that, "...the guiding principle of theorizing is...the identification 

of patterns and associations" (p. 144). 

Social science has always endeavored to understand greater humanity 

by studying its particulars. "Case studies...become particularly useful where one 

needs to understand some...particular problem or unique situation in great 
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depth, and where one can identify cases rich in information-rich in the sense that 

a great deal can be learned from a few exemplars of the phenomenon in 

question" (Patton, 1985:59). Ratner (2002), in a discussion of hermeneutic 

methods, also maintains "interpretation occurs within a circle in which the parts 

are always interpreted within some understanding of the whole, which in turn is 

understood by coming to understand constituent parts" (p.63). 

For the past four decades the literature of diversit/ in higher education 

has mirrored the ongoing struggle for social equality outside the higher 

education enterprise. Intersecting postmodern thought with the perception of 

the academy as a site of intervention for cultural freedom identified multicultural 

education as an instrument of social reform and equality (hooks, 1994). With 

social, political and economic theories, born in academia and applied to the 

questions of inequality, dominance, and power differentials in relations and 

institutional structures, multicultural education can be conceived, ultimately, as 

an emancipatory project. The extensive document analysis that I present, 

correlating to the four decades of developing and changing conceptions and 

constructions of diversity, coincide with and illustrate the concepts and ideas that 

play out, not just in the realm of higher education, but in social and global 

arenas, as the stuff of all human, social and organizational interaction, linking 

structures and practices that reproduce unquestioned patterns of domination. 

My document analysis, as a lexicon for institutional practices in diversity, can 
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serve to search, as Bourdieu (1990) states, "...for answers to a spectators 

question that practice never asks because it has no need to ask them, instead of 

wondering if the essence of practice is precisely that it excludes such questions" 

(p.82) 

Subjectivity and the subjective realm, one of the primary examinations of 

this research project, is often systematically devalued, particularly as a method 

for discerning historical and social patterns that seem beyond the scope of the 

individual. In terms of generalizing, however, several social scientists recognize 

the relationship between subjectivity and uncovering evidence of cultural realities 

and power structures. Lutz states that "...emotional meaning is fundamentally 

structured by particular cultural systems and particular social and material 

environments. Talk about emotion is simultaneously talk about society, about 

power and politics...about normality and deviance" (Lutz, 1988 p.5-6), while 

Good comments that "political and economic structures are embodied in 

experience" (Good 1992, p.200-201). Bourdieu also points out that "...individual 

subjectivity must be directly investigated in order to discover the cultural 

features embedded within." C. Wright Mills, representative of the Chicago 

sociologists, '...favored case studies because he felt they could reveal the 

interface between subjective experience and larger social conditions" (Ratner, 

2002:7). In The Sociological Imagination, Mills (1959) also concludes that the 

social scientists should. 
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know that many personal troubles cannot be solved merely as troubles, 
but must be understood in terms of public issues-and in the terms of 
history-making. Conversely, know that the human meaning of public 
issues must be revealed by relating them to personal troubles-and to the 
problems of the Individual life. Know that the problems of social science, 
when adequately formulated, must include both trouble and issues, both 
biography and history, and the range of their intricate relations (p.229). 

So, drawing on the data initially at a substantive level, then moving the 

examination forward to find emergent patterns and relationships, and in 

contextualizing the particular within social contexts, both on an institutional and 

societal level, some larger, wider applicability can be found; applicability that can 

direct the analytic lens and conceptualization toward a multitude of domains. 

Overall would be the inclusion of cosmology into cultural analysis as an exercise 

in resisting continued, accelerating fragmentation. Generalizations can range to 

a discussion of the suppression of eco-systemic models of interaction and how 

their realization might implode capitalistic modes of production. On other larger 

social levels of analysis could come generalizations concerning the endemic 

displacement of cultural holism within contemporary culture and the re-

emergence of that phenomenon only within a scientific context such as modern 

quantum physics. A benefit is derived from framing the problematic of human 

attitudes towards and conceptualizations of freedom and the human urge for 

identification and exclusion which can work against a general liberation theory 

and the implementation of any such theory. The move from the data to more 

general interpretations is multiple as the research is geared toward discovery of 
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the creation, acknowledgment and suppression of diverse social and cultural 

worlds. 

Rationale for Institution Population selected: 

The groups within the College are meant to cut across and encompass 

striates of time, ethnicities and gender, and the hierarchical structure of the 

institution, as well as those who may have an awareness of, and interest in, the 

realization of a pluralistic environment. These are all individuals internal to the 

institution. These populations are: 1) faculty, administrative and staff personnel 

who have worked at the selected campus for over 25 years; 2) Any or all 

individuals who participate in College committees which focus on issues of 

diversity, regardless of time at institution (these include both Anglo and Ethnic 

faculty, administrators and staff). At the college there are three such 

committees. These are the Minority Student Issues Advisory Committee, the 

Cultural Commonalties Committee and the Institutional Climate Survey 

Committee. One problematic is that many of the individuals I interviewed have, 

in their long careers at the college, changed and occupied multiple levels and 

positions within the institution. Several individuals began as Staff and eventually 

moved into Faculty positions. One individual moved from an Administrative 

position to Faculty, and at least one other was first staff, then Administration, 

then Faculty and now is back to Staff again. Also some individuals hold both a 



staff position, and also perhaps teach one class at night. So, the positions and 

rank of some individuals have been or currently are, somewhat fluid within the 

institution. Also, some individuals are noted as faculty in the College directory, 

though they are not Instructional faculty. These individuals I grouped with Staff. 

I tallied them, for purposes of profiles of my sample, in whatever position they 

currently hold. I do not sample students at all, as a more transient, 

"transactional" element of the institution. 

Community Sample 

I also utilized purposive sampling, aided by snowball techniques in 

sampling from the community. I contacted each Community Center associated 

with a specific Ethnic Group that might have knowledge of how the institution 

acts within the specific "community". I contacted three community agencies: 

the Hispanic Chamber of Commerce, the Urban League, and the Native American 

Center. I called each of the centers directly, asking to speak to a Director or 

Manager. Then I continued procedurally as within the college, introducing 

myself as a graduate student, explaining my topic and requesting an interview. 

All Directors consented to an interview. 
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Contact and Access 

My initial contact with the college was through the Chancellor's Office in 

requesting permission to conduct my study of First Pick College. I initially wrote a 

letter outlining my research topic and sent a form letter I had written, giving me 

permission for my study. I included a self-addressed, stamped envelope. After a 

period of about three weeks, I had received no reply, so I called the Chancellor's 

Office to ask if my letter had been received. I spoke with the Chancellor's 

Assistant; the Chancellor had received my letter and would get back to me. I did 

ask for an approximate time in which I could expect a reply, and was told that if 

I had not heard from him in one week, to call back. At the end of another week, 

I called. This time, I was told the Chancellor would return my call by the end of 

the day. Just at about 4:30pm in the afternoon, at the end of the workday, I did 

receive a call from the Chancellor. Speaking to me from his cell phone, riding in 

his car on the way to the airport, he was very cordial. Recalling "I was once a 

doctoral student", and giving me the name of the Director of Institutional 

Research, I was told to "mention; my name say you have my complete 

cooperation. Let me know if you need any help and good luck." I did, however, 

fax a second letter to the Chancellor with the outline of my research. My next call 

was to the College's Office of Institutional Research. I asked permission to view 

their files for HEGIS and IPED reports. Permission being granted, I began to go 

to the office on a regular basis and soon was able to establish conversations with 
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the office personnel. As they became acquainted with the outline of my study, 

they began to offer names of individuals they know to have been at the 

institution for a period of 25-35 years. I soon had a list of fifty names. At this 

point I stopped collecting names from this source. I wanted to find out the 

response rate of this first group and to sort out the logistics of sending out 

requests for interviews, the time needed for interviewing and transcribing. This 

initial encounter with the personnel of the college was very encouraging and I 

felt I had gained "entry". The literature on embarking on research projects often 

speaks about access as problematic and even a daunting series of events. In 

fact, I felt that I had made a good start, had even leapt a few hurdles and that I 

was making progress on my project. 

During my initial stages of sampling, I also examined all institutional 

newsletters and gleaned names from members of the college's National 

Education Association (NEA) that are listed. I then checked current campus 

directories to see if specific individuals were still at the institution. 

There was also some crossover between community and institutional 

sampling through snowball methods. One of the most prolific string of 

references came from my interviewee at the Urban League. She asked 

permission to speak of my research to her neighbor, once a faculty member at 

First Pick College. I gave her permission to give him my home phone number. 

After speaking with me, he in turn offered many additional names, as well as the 
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invitation to the luncheon of First Pick Faculty. That interaction resulted in at 

least six new individual interviews. 

I sent approximately 57 e-mails requesting an interview. I made a 

request for one hour of their time. (It was gratifying to me that the majority of 

the interviews lasted from two to three hours, an indication to me of the interest 

and significance of the topic to the interviewees; relating their own narratives 

and experiences.) For seven of the faculty who did not have an active e-mail 

address, I sent letters including both my home phone and a stamped, self-

addressed envelope. I received three phone calls from my letters and 30 return 

e-mails, approximately a 50% response rate. Some individuals wanted more 

information about my topic and research project. Others simply agreed to an 

interview and gave me a phone number to contact them. I conducted most 

interviews in individual offices on the First Pick campus. Several were held at 

local restaurants. I always asked permission to tape record our conversations, 

assuring all interviewees of total confidentiality. I also took "field notes" in a 

notebook. Though I identify the name of the person, their title/ position in the 

college, their ethnicity and their gender, later I assigned them an alphabetic code 

to identify their interview, thus assuring their anonymity. In addition to the 

specific question and answer format, I invited all individuals interviewed to offer 

their experiences in the form of narratives. I asked for accounts of their 

experiences within the institution. Though conducted as listening to a narrative. 
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during the narratives, I did probe on certain points for greater clarification or ask 

for concrete details of their recounted situation. 

Group Interviews 

Whenever I could, I also sought out group interviews as well as 

individuals. Interviews were begun in the summer months and the slower pace 

of the institution and higher absence of faculty and administrators were factors 

to contend with. I generated some of my individual interview schedule from the 

group meetings. The only populations available within a group format that I was 

able to access were the Cultural Commonalities Committee and First Pick Retired 

Faculty. I attended a series of four meetings with the Commonalities Committee 

and attended the Annual Luncheon for First Pick Retired Faculty. Since a large 

group of First Pick faculty had just recently retired, this proved to be a valuable 

cohort of individuals who had started at the institution at its inception, attending 

the Faculty Institute. 

Procedurally, after first finding the name of the committee Chair, I called 

her/him and spoke about my dissertation topic, asking permission to attend a 

meeting of the specific group, and to tape record the proceedings and 

discussion. In both instances where I was given permission to attend, I was 

placed on the formal agenda. In each instance I was introduced at the 

beginning of the meeting. I introduced myself as a graduate student, discussed 
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the nature of my topic and requested a minimum of fifteen to thirty minutes of 

time. I once again asked the group if they minded my taping the entire 

interaction. I also made written observations about the group participants. I 

gave a brief summary of my research and answered any questions the 

participants had about my topic. 

I taped all group discussions. Later I correlated the speakers according to 

their ethnicity and gender in my written observation notes. The group discussion 

is also a way to generate personal insights and further understanding of the 

research topic. I then solicited interviews on an individual level, to be held 

independently with the participant at a later scheduled time. 

Data Analvsis for Document Analvsis 

Coding Categories 

Within the document analysis I use two coding categories. I also use a 

third category in conjunction with the interviews. The literature on 

multiculturalism and diversity in higher education runs along both a chronological 

and conceptual continuum. There are multiple dimensions concerning pluralism 

that have been addressed indicating the scope and complexity of the issues. For 

example, some literature focuses on issues of campus climate and work 

environment, from which I can discuss environments and organizations; while 

other literature examines factors pertinent to numerical representation of women 
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and people of color, or Representational diversity. Through reviewing these 

bodies of literature I generated the following categories that provide a corollary 

to differing phases and concepts of diversity efforts in higher education. The first 

coding category for data analysis is: 1) Identifying and contextualizing for four 

different "types" of diversity found thematically in the institutional material: a) 

Philosophic diversity; b) Representational diversity c) Environmental diversity and 

d) Organizational Diversity. The second coding category is: 2) Does the material 

illustrate the institution creating holistic relationships with its constituency? The 

third coding category, juxtaposing the interviews with the institutional data along 

a thematic focus; 3) is a holistic relationship confirmed or disconfirmed by the 

individual experiences of the constituency internal to the institution? 

Additionally, at the end of all the document analysis, I make a simple tally of 

category frequency and evaluate how the occurrence of categories contributes to 

the analysis of my topic. 

Procedurally, in the document analysis I examined each document for text 

relating to the differing types of diversity. The pertinent text is excerpted and 

grouped thematically for analysis. The resulting incremental unit is a collection of 

thematic excerpts from a series of institutional documents, grouped 

chronologically through a period of time, around a given category of diversity. 

While the document analysis is discussed thematically by type of diversity, a 

general chronology within each thematic unit is maintained. 
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Units of Analysis for Categories of Diversity 

In searching for material to excerpt in the documents, I use more finely 

honed units of analysis to identify each of the above coding categories. To 

provide the categories with a broad pertinent referent, I use a rough outline of 

concepts and phrases that correlate to differing, "evolving" definitions of diversity 

over time, some explicit, others implicit. For example, the "triggers" for the 

Representational diversity category were the most obvious. They include such 

terms as; "demographics" "representative" ADA, gender, ethnic minority, specific 

ethnicities named (e.g. Hispanic, Native American etc), "diverse populations" or 

the term "diversity" itself, I looked for material surrounding the effort to ensure 

equal access culminating in the establishment of Affirmative Action and the 

signal for quantification. Born from this well-meaning initiative to ensure 

"equality of opportunity", the categor/ of Representational Diversity is probably 

the most familiar to contemporary understanding. It deals mainly with the 

demographic nature of diversity, and is the category most commonly used as 

synonymous with achieving institutional and societal diversity, based on 

descriptive inclusion. Representational diversity quantifies people according to 

ethnicity, class, and/or gender, or some other external criteria, such as Vietnam 

veteran. This coding category not only examines the fact that demographic 

information is given but also the context, goals and language of how this 

information is used. In a larger context, it inquires into the purposes of 
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quantification of roles and identities and how these purposes figure into the 

goals of social reform. 

In the Philosophic category I look for statements that explicitly espouse a 

value, such as "Our commitment to diversity..." or "Within our principles and 

practices..." and obvious statements that might begin with, "First Pick College 

recognizes the value of..." or simply "We value..." Key phrases such a "social 

justice", and words such as "equality" and "democratic", are also highlighted, as 

evoking a philosophic conceptual basis. Philosophic diversity uses the language 

of, and advocates for, the ideals of social justice and reform, equality, the 

actualization of democratic ideals and an inclusive society. In the 1950s, 

precedent-setting legislation in public elementary and secondary schools, such as 

Brown vs. the Board of Education, rested on arguments calling for actualizing the 

philosophical concepts of America's deeply democratic roots. The Philosophical 

category therefore examines for explicitly espoused values of democratic and 

egalitarian ideals and that the declarations include a value of diversity. 

Environmental diversity emphasizes the altruistic and humane, centering 

attention on equitable human relationships and a respectful and healthy 

institutional climate. This is an affective aspect that places caring and respect 

before title or status. It demands reciprocity and mutual respect between 

entities. It situates on an individual scale felt from an individual frame of 

reference as a consequence of the actions of the institution. Environment must 
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inform and "feed" the organization and vice versa. Multiple issues might surface 

and resurface in this category, childcare provisions, maternity/paternity leave 

availability; the balance between full-time and part-time faculty. With the 

concept of the "chilly climate" came acknowledgment that access did not equate 

with acceptance so, of course, all Institutional Climate surveys are included in 

this category. 

Organizational diversity excerpts were triggered by words and descriptions 

of actions such as "governance or shared -governance", "decision-making" 

"cooperation", "leadership", "partnership" and actions taken by such entities as 

"the Board" "Administration". Any discussion of issues surrounding governance, 

decision-making, and inclusion were highlighted. Questions of inequality, 

dominance, and power differentials In relations and institutional structures gave 

rise to the idea of institutionalized inequalities and even "structural violence', 

focusing attention on the struggles of constituents within an organization. 

Organizational diversity is characterized as attempts within the systems of 

governance, organizational culture, processes and practices to redefine and 

reconfigure the traditional structures that allow and foster, indeed perpetuate 

those inequities. This includes dismantling hierarchies and traditional lines of 

authority, seeking inclusion and participatory styles, instigating and maintaining 

comprehensive, open and honest communication and communal modes of 

operating as well as interdisciplinary practices. The category of organizational 
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diversity looks for institutional access and institutional flexibility in terms of 

service to the entire community through accountability in both intent and action. 

This process of coding and sifting of text by the units of analysis allows for 

the examination of multiple indicators that might suggest efforts to alter 

traditional educational systems in the accommodation of diversity. This process 

is meant to: 1) determine whether a particular tvoe of diversity has been 

advocated more than another and whether there was a specific sphere or 

domain within the institution asked to bear a higher percentage of responsibility 

for diversity efforts; 2) which contexts, if any, evidenced an ethic of care; and 3) 

determine if the institution's efforts, in the past and currently, are inclusive of 

characteristics of Indigenous cosmology in their endeavors towards diversity. 

Tracked over time, the document analysis is meant to enable a pattern to 

emerge; demonstrating the extent of an equitable distribution of "praxis" 

pervasive throughout the institution. The documents establish a template of 

institutional patterns and behaviors. These indicators are meant to provide a 

portrait of the institution's commitment to, and understanding of, the full 

spectrum that the charge for, and a conscience toward, pluralism. 

As I developed the preceding categories, I realized that, relating distinctly 

to Indigenous cosmology, what I examined for is conceptualized as a series of 

relationships: interaction systems that manifest distinctly in forms of governance, 

as group behavior, as links to creative production and work and between 



individuals occupying different places within a given environment. In order to 

describe, not only institutional efforts, but also the desired goals of interaction 

and the attributes and environment necessary for specific types of interaction 

and relationships to flourish, I had to illuminate the actuality of the intersect; 

institutional/individual interaction. Hence, the second coding category relates to 

the institution creating a holistic relationship with its constituency. 

Data Analvsis for Interviews 

"...experience is a subject's history." 
(Joan Scott quoted in Escobar, et al (1994: xxvi) 

Codina Categories 

In Research Experience, Golden (1976) describes narrative reports as 

showing "the feeling, thinking component, the human side of research" (p.16). 

Within the transcriptions of the individual "narratives", there is one primary 

coding category for the interviews, found within the domain of subjectivity: 1) In 

regards to the topics addressed, what is the direct, personal, "lived" experience 

and emotional truth felt by the individual in relation to the institution? I then 

ask of the interview narratives collectively, 2) to what degree is there a common 

or collectively shared experience of the institution from this constituency that can 

be called an institutionally constructed experience? To investigate these 

questions in the overall interviews, I looked for certain themes. 
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Using the ecosystem analogy as an analytic device, a major emphasis is 

on relationships between both individuals and institutional entities. I consider 

two levels of relational experience. In the first instance, I examine institutional 

authorship, notions of whether that environment is the result of a singular or 

collective endeavor. I investigate the perceptions of the individual/group, as to 

what environment is created, who has taken part in creating it, including their 

own contributions to the whole, and ultimately who is it that the environment 

serves, and if that environment is holistic. These aspects of Institutional 

relationships are gleaned from questions of participation in decision-making, 

structures of governance and the behaviors of governing bodies, and the 

presence, extent and means of wielding hierarchical power. 

In the second level, I delve into the individuals' feelings about their place 

within the environment, their feelings of recognition, support, inclusion and care 

for their well being. There is the assumption that the individual does indeed 

exist within a web, but the question is to what degree that web Is viewed as 

sustaining or enervating. In each instance I look for notions of reciprocity, a 

sense of external and internal harmony, a lack of dissonance, a sense of 

communal participation and well being. 

For an overarching gauge of an environment, concrete units of analysis 

derive from the four basic ethos of the aboriginal Australian Yarralin (Suzuki, 

1992) that describes relationships: 



157 

balance- a system cannot be life enhancing if it is out of kilter. Each part must 

share in the responsibility of sustaining and balancing others; response-

communication is reciprocal. There is a moral obligation to learn from others, to 

understand, pay attention and to respond; symmetry- parts must be equiyalent 

because the purpose is not to "win" or to dominate, but to produce balance, and 

autonomy- no group is "boss" for another (Suzuki, 1992:46). Some of the terms 

I use as a reference to synthesize many of these conceptions and as units of 

analysis are conceptions of: 

1) time 2) inclusion 3) reciprocal communication-dialogue and response 

4) decision-making by consensus 5) co-operation (Suzuki, 1992:25). 

I examine indiyidual perception of coerciye enforcement of decisions, hierarchical 

authority relationships and how order is maintained and what is the nature of the 

order maintained. Group Interyiews were coded the same. 

Pilot Study 

The first effort in approaching the potential and feasibility of my research 

problem and design was a pilot study. It varied somewhat from my final research 

design. In the pilot study I inten/iewed 6 faculty of color, 3 women and 3 men, 

in departments of Ethnic Studies. I had already chosen my ecological referent so 

I was asking them questions in relation to their own subjective experiences, as to 

how they survived in the world of higher education. I still examined 
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relationships, but had only three coding categories 1) referent of behavior 2) the 

ethic of the behavior and 3) the ostensible intent of the behavior. However, 

these categories were examined In four different spheres; 1) context or 

environment 2) communication; 3) Processes and work and 4) "Being". I asked 

what was their experience and what, if any, was the toll attached to being in a 

higher education environment. This exercise, allowed me to discover whether 

my research questions and design was appropriate and capable of soliciting and 

managing the information I want to examine. 

Data Presentation 

Texts that act to re-present in ways that uncover, sift, and assemble 
evidence on power structures...can uncover sites of colonization and 
domination (Kincheloe, 1997:87). 

The material collected as data reveals three elements that ultimately led 

to my final research design. First, is a relationship between two entities, the 

institution and its constituency. Second is the possible illumination of 

simultaneous realities through spheres of rhetoric and experience. And third is 

the Indigenous cosmological ethic that serves as a referent to the discussion. 
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Indiqeneitv 

...development can have many meanings. Your interpretation of 
development is material. Ours in spiritual. Spiritual development is as 
legitimate as material development" (1980, Yanonamo of Brazil to the 
World Bank) 

The initial step I took in operationalizing the research project is to identify 

characteristics of Indigenous cosmology. With Indigenous voices as my sources, 

I construct a compendium of these characteristics, which evolve into templates 

for relationships relating to modes of governance and leadership, for descriptive 

styles of group interaction and participation, for core values and the rationale 

and ethos of decision-making. 

Next, I determine which of these Indigenous characteristics and values 

are found within the institution's organizational culture; structures and 

procedures which may or may not be, institutionalized into practices. I then 

consider the extent of actualization of Indigenous values by institutional 

constituents through their subjective experience within the institution. An 

evaluation of the identified categories can determine whether multiple 

perspectives are present and to what extent. 

Methods Rationale 

Many of the elements of the research design are meant to encompass 

Indigenous values and focus on what can be gained from them. These include 

using a qualitative approach that appreciates the strong oral and narrative 
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tradition of Indigenous peoples. Narrative not only honors the personal, but also 

links the personal story of the individual to the greater collective, incorporating 

meaning on both levels. Narrative, in the oral tradition, serves to "document, 

organize, and interpret the understanding people have about themselves and 

their world." (Kim & Berry, 1993:3) In addition, there is the use of observation 

and listening skills; and the respecting of "Elders", those whose lives and lived 

experiences are worthy of respect. Over time the collective knowledge and 

"expertise" they have accumulated are constructive and valuable in defining a 

community. 

Evolving Processes & Refining Methods 

In Representation and the Text, Tierney and Lincoln (1997) assert that, 

"In the narrative research report, researchers speak with the voice of the 
story teller rather than the impersonal voice of the logician or arguer. 
They speak in the first person as the teller of their own tale." (p.15-16) 

In light of this practice, I offer some reflections on my own processes. There are 

two sections. The first entails some insights during the actualization of the 

research process. The second is a prelude to the research, within more of a 

"creativity cycle". 

When approaching my interview subjects, I was a bit nen/ous at times 

introducing my topic. I did want to get beyond notions of race and gender. This 
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was particularly important considering I did not regard ethnicity or gender in my 

sampling population, an aspect critical to my research project. I spoke on the 

phone or via electronic mail to virtually all of the interviewees prior to our 

meetings. Neither of those mediums reveals that I am a person of color. I 

especially did not want individuals to raise barriers or get defensive about what 

they might perceive as provoking and challenging issues. I wanted a sense of 

openness that allowed for the more personal reflections, (especially perhaps, for 

the Anglo males!) In fact, I found it was me who spoke differently to different 

individuals. Though I had a prepared list of questions to guide the interviews, I 

found myself automatically deleting some, or not asking certain questions 

depending on how the interview "felt". I sensed when interviewees seemed 

uncomfortable with certain concepts, ideas or questions. Overall, there was not 

a great deal of discrepancy between questions within interviews. Yet, I did ask 

my Chair about the possible inconsistency of results as a consequence of this, 

but was assured that it was the nature of fieldwork. 

I also found, as I went through the data collection phase, my own 

characteristics as an inten/iewer changing. I attempted to transcribe interviews 

as soon as possible after the interview. I did have, as part of my initial research 

design, the concept of reciprocity and dialogue, so I knew that I wanted to 

participate in a more relaxed form of communication with my respondents. Julie 

Cruikshank (1998), in The Social Life of Stories, talks about how, 
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One of the most trenchant observations of contemporary anthropology is 
that meaning is not fixed, that it must be studied in practice- in the small 
interactions of ever/day life. Such practice is more likely to emerge in 
dialogue than in a formal inten/iew (p.41). 

However, as I transcribed my first interviews, I was often irritated by my 

own "insertion" into the interviews. Early on, I talked more. As I transcribed I 

often wished I had just kept silent. 

Another issue that marked the process was the overlap between 

document analysis and interviewing. Initially I wanted to keep them separate, 

but found it increasingly hard to do so. I did both forms of data collection and 

data analysis simultaneously, the interviews and the document analysis. 

Acknowledging a potential conflict, I think I ultimately chose what ultimately 

proved a fortunate aspect of my methods. As I studied the documents, I came 

to realize more fully the on-going nature of the institution. This, of course, 

affected questions that I might have asked. I could have asked more pointed 

questions regarding specific institutional incidents. Initially I did have a rough 

chronology in my head through preliminary studies of the college. Of course this 

was fleshed out through the document analysis process. I decided not to change 

my overall questions throughout later interviews. I don't know which path would 

have served my purposes better. As it is I feel I did not constrain the interviews 

over specific events, allowing a more comprehensive narrative to evolve. 

Within the document analysis, as I worked in the later phases, in the more 

recent years where the amount of documents were simply more copious, it 
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became increasingly difficult to maintain lines and divisions between the 

categories of Environmental and Organizational diversity. I think this simply 

speaks to the characteristic of qualitative case study methods, allowing for what 

Clifford Geertz calls "thick description" (Tierney, 1987)). It emulates "real life", 

where such categories and divisions are also hard to define and even harder to 

maintain. 

One of the end results of my data collection, wading through institutional 

documents and listening to personal narratives, is that I, myself, became more 

compassionate towards the individual's role in a collective struggle. Monolithic 

categories fragment into individual stories and for a moment we are not either 

racialized or gendered. The possible dichotomies of our "situated identities" 

merge into an honest moment of shared communication. And ultimately this is 

the crux of my research. 

...story tellers of First Nations ancestry frequently demonstrate ability to 
build connections where rifts might otherwise appear. They use the 
narrative to dismantle boundaries rather than erect them. In so doing, 
they raise significant epistemological issues both about Western 
classificatory practices and about contemporary theoretical constructions 
(Cruikshank, 1998:3). 

Limitations 

In a project such as this, the time-intensive nature of interviews provided 

one limitation. I purposely chose to eliminate students from my sample, as more 

transient members of the college. However, the study is under-represented in 
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terms of Board members. While the Board, individually and as a governing 

entity, figure as prominent actors in my study, I did not interview any current or 

past board members. The voices of board members do speak through ephemera 

and institutional documents over time, yet the questions asked for my study are 

not touched upon specifically by this constituency. This situation holds true as 

well for adjunct faculty and temporary staff. 

A second seeming limitation is the understanding and conceptualization of 

the primary theoretical position of Fourth World Theory. Some might argue that 

it is only accessible to those who are situated within an Indigenous cosmological 

"space". This is untenable. Granted, the realities of Fourth World Theory are 

often not akin with the tenets of Western and/or scientific cosmological 

worldviews. Though, that too, is changing in terms of quantum and chaos 

theory. However, as any theory is introduced, there is often a struggle to 

understand the conceptualizations and references it is founded upon, and there 

will be detractors; as was the case with Feminist theory, Deconstructionist 

Theory and the overarching concepts posited by Postmodern theory. Yet, as in 

those cases, if the unit of analysis is diligently followed, the perspective as an 

analytic lens will prove fruitful. It does enable researchers to reveal a substantial 

profile of experience that is topical to our current world situation. Furthermore, 

in its insistence on every voice being valued. Fourth World theory, when applied 

to research situations, can provide meaningful results beyond simply an 
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Indigenous population, as my researcli does, in its applicability. 

In relation to the above. Fourth World Theory perspectives can be easily 

appropriated through language and used erroneously in the context of holistic 

rhetoric. This can be seen not only in the rhetoric of "green" and ecological 

sustainable growth offered by transnational corporations, but in the continued 

commoditization of Fourth World values for First World purposes that are 

antithetical to Indigenous values. 

How I Came to Mv Research Design 

My main struggle in designing my research was how to capture what I 

was hoping to understand and to discover through my research process. 

Throughout my graduate studies, I have kept notebooks of thoughts and ideas. 

Some I shared with my advisor, others I did not. In addition, when I began my 

literature review I also kept notes from all the readings, usually parenthetical bits 

and pieces that were headed ME: In retrospect, they act as "field notes" and can 

help trace a trajectory of thought that somewhat parallels the undertaking of 

research. The trajectory path eventually leads to my final design. Following are 

some excerpts from those notebooks. 

Notes from ME: 

Initially... "What am I looking for? "Diversity still will not recognize the primordial 
difference- the reverent attitude towards life and all living things, that when 
denied, is the greatest infringement..." 
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...if respect is not in place for the individual, then it cannot exist on any collective 
level...It is not only individuals who are made powerless and silent- it is a whole 
dimension of being, and a way of understanding myriad worlds...a whirling 
dynamic cosmos, which Is a loss for the Western minded notions of reality that 
denies it, and an unforgivable wound for the world that pays the consequences 
for the negation of it. 

...current higher education might appear far from barbaric, but to culturally and 
spiritually negate the relations of how you operate in the world and that 
sustaining cosmology is the same as a form of ethnocide. Perhaps the body 
remains mobile but the spirit is deadened...Multiculturalism is about negating 
spiritual death. 

What would such a study look like? Logically, the first place to look is where it is 
said to belong. If it is not there, why isn't it? Where is it? 
Diversity cannot be hired... 

Qperationalizina 

What is the best way to operationalize daily creating the world? How is 
cosmology analyzable? How do you measure a change of values, a paradigmatic 
shift in time and in relations, in the course of a continuum? Trying to define 
multiple realities of the world?" How to measure for a vacuum-something NOT 
there? Where is there an elide of self? 

Other concepts to be looking for: can people identify diversity as an activity/ as a 

verb? 

• can they name and identify the activity of pluralism as it is or is not 
being enacted? 

• being exclusionary 
• trying to exert "power over" others; not recognizing/valuing the 

"power within" 
• claiming the "right" or authority to name, label, categorize, and 

place, thus maintaining the assumed hierarchy 
• attempts to control 
• an economic referent for behavior and ethics 

What would make a climate conducive to lived pluralism? 
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When talking about wellness, speak about the significance of being able to heal 
oneself, is it about attitude, about living differently? 

This is not only an intellectual treatise or exercise, but a personal odyssey, 
because I really want to know. What fuels people, what are their views on 
human life, what is sacred/ what is to be respected? 

From one perspective, where I stand in the academy, my very presence is 
evidence of change and progress. I concede that laws have been passed, 
measures have been taken, some doors have been wedged open that grant me a 
nominal access. A view that some people tell me indicates how far we have 
come. Perhaps they are measuring the distances covered from the past. Yet, 
from this place where I stand I still experience the crushing weight of an 
oppressive hegemonic cultural paradigm that values structures and status over 
life. Especially my life and those like me. My interest as a woman of color is in 
the sanctity of life and an end to oppression that does not hold that life 
paramount, over status, over prestige, over economics as the base denominator 
for all decisions. My interests' lies in questioning what cultural norm lies at the 
root of such values that doesn't? And in asking how others cannot see that their 
stance is still a denial to so many lives. So yes, I still look forward and see how 
far we still have to go, assessing the horizon that we supposedly strive in earnest 
to reach. And yes, I still feel an urgency to move forward into that future 
towards a much broader vision, where the sense of the world is the myriad 
realities that comprise it, not suggesting that there are only one or even two 
possibilities, but in the space of understanding we can find, not only greater 
possibilities, but all conceivable possibilities. 

Few if any changes reach below the surface and touch on the 
fundamental ways in which two cultures, so different in their roots, meet 
and touch each other. 

Only with that meeting and touching can the gap be closed. Only 
the closing of the gap- no dominion of one over the other, but a real 
meeting, can result in a real change (Manuel, 1974:3). 
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CHAPTER 4 

FINDINGS 

Introduction to Findings 

If the world is congealing into closed systems of domination, the 
suffering of the individual becomes the repository of insight (Bailey, 
1994:36). 

In the following chapters I return to my analogy of an ecosystem in 

describing and analyzing my data, 

If we are ever to create more stable and successful human 
environments...we will always need many examples of ...natural 
ecosystems as models of healthy functions (Nature Conservancy, 
1979:27). 

This description of the need for healthy biological diversity parallels my own 

study, and it is through a definition of the intricacies of an ecosystem that I 

configure my data, 

...in a single community, in a single place, the vast complexity of 
interlocking relationships and the rapid succession of great numbers of 
simultaneously occurring events... (Nature Conservancy, p.17). 

This definition fits in the context of qualitative analysis as described by Miles and 

Huberman, 

Qualitative analysis, with its close-up look, can identify mechanisms, going 
beyond sheer association. It is unrelentingly local, and deals well with the 
complex network of events and processes in a situation. It can sort out 
the temporal dimensions, showing clearly what preceded what, either 
through direct observation or retrospection. It is well equipped to cycle 
back and forth between variables and processes- showing that "stories" 
are not capricious, but includes underlying variables, and that variables 
are not disembodied, but have connections over time (1984:147). 
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With these guidelines, and the underlying themes of my research questions, I 

developed the following outline for organizing my data, 

I. With a discussion of all the following elements embedded in a specific context 
and system of relationships: 

I. Interviews- What is the "lived experience" of those I interviewed within 
First Pick's "eco-system". 
(Aligned with the Research Question- "Are the norms and values of 
respect, consensus, inclusion & participatory decision-making in place?) 

II. Examining the process: How did things get this way? Get what way? 
1. Institutional Documents Analysis- The public expression of First 

Pick Culture & History 
(Aligned with the Research Question-What efforts has the institution 
made, and what environments, historically and currently, has the 
institution constructed in the implementation and praxis of differing 
definitions of diversity?) 

2. The "Ecto-skeleton" or Intervening Externalities: forces exerting 
pressure through decisions made. 
(Aligned with the Research Question- Within relationships and work 
is there an eco-system of support and nurturance that sustains 
individuals with respect, a relational integrity that allows and 
maintains autonomy and humane modes of creative production?) 
This may include an examination of: 

i. Accreditation mandates 
ii. Management mandates 
iii. Higher education directives 
iv. External interest groups and outlying constituencies 
V. Market models for higher education (academic capitalism) 

II. Historical dimensions (precedents shaping decision-making tools) 
Aligned with the Research Question- How are elements 
integral to Indigenous cosmology made integral to meaning 
making?) 



170 

Examining Institutions & Cosmological realities: 
(Aligned with the Research Question -Over the period under 
study, to what extent does the organization provide a 
context in which Indigenous values can be practiced?) 

The information I generated does not always fall into neat, discrete 

categories defined by my outline. At times it is difficult to differentiate between 

a series of events and the relationships as they unfold within those events. 

Similarly, not every item in my outline is explicitly detailed as specified. But the 

outline served as an organizing heuristic reference that helped me construct and 

transform my data. 

My overall search for a differing definition of diversity hinges on the 

vitality of a system that is measured in the viable life of its inhabitants and 

harmonious and sustainable interaction between all parties. I look for holistic 

experience as the functionality of diversity (and what influences prevent that 

holism if that be the case). In essence, this means gauging the state of the 

individuals interviewed within the system of the community college of my study. 

How did the individuals interviewed feel about the institution in its' earliest days 

of the college? How did they come to feel this way? How did these feelings 

change over the years and what parallels were there to how the institution itself 

was changing? The document analysis, with a span of thirty-six years, provides 

breadth, while the interviews, the personal accounts of the "lived" institutional 

events through individual experience, provide depth. 

Since it is crucial to my study that the subjective feelings of my interview 
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information gleaned from institutional documents are noted, in presenting my 

findings some of the data remains more "raw" than "cooked" (Wolcott, 1994). 

Ultimately, I hope my data is informative about human action and 

cosmology. 

The "cosmology" or "worldview" of a people is closely related, of course, 
to all of their actions. The worldview influences actions, and in turn, 
actions tell us what the worldview really is! In short, one must judge 
"cosmology" by actions as much (or more) than by listening to words 
(Forbes, 1992. p.31). 

Ezzy (2002) maintains, "Meaning is not a thing or a substance but an 

activity" (p.3). Human endeavor makes known through action (activity) what 

values and priorities direct those endeavors, and, perhaps most of all can reveal 

human intent and can uncover what cultural resources, in the form of 

cosmology, are consistently drawn on to navigate relations and inform decision

making. Yet this is not a straightforward, uncomplicated path. So I try to 

include the multiple complications encountered along the way, the 

inconsistencies, counter forces and complexities, ambiguities, purposiveness and 

seeming lack of awareness of consequences that occur whenever there is human 

interaction, human endeavor and human intent. 

For the individuals I interview, the levels of participation and involvement 

in decision-making, their sense of ownership and community, their awareness of 

their value to the institution, the impression of, and relationship with, leadership. 



and their roles in the shaping of, and finally the fundamental shape of, 

governance, all act as clear indicators of the health of a living, experiential 

definition of diversity. These factors play out within the context of a growing, key 

institution of American higher education, particularly with regard to diversity, the 

community college. 

Another factor in my analysis is examining the conditions of the external 

structures of this ecosystem, the "ecto-skeleton", so to speak. These structures 

equate to the various aspects of institution reality; leadership and governance; 

organizational functions and structures; the environment produced, and, analog 

to biodiversity, the critical mass of difference that indicates a healthy ecosystem. 

Further, I evaluate the degree of congruence between the two versions of 

institutional life. Is there a disparity between the ecto-skeleton and the lived 

experience of those interviewed or has a holistic sense of balance between the 

two (or more) views been achieved? I take the document analysis to address the 

public face and rhetorical pronouncements of the institution, providing insight 

into its ecto-skeleton. I take the interviews to address such features of the lived 

experience of members of the college, providing insights into its features of the 

experiential definition of diversity. 

Finally, though these chapters are meant to focus on the specifics of 

experience and documents drawn from my collected data, I do pull back the 

analytic lens to include other factors that shape the conditions of the college. I 
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highlight shifts, changes and adaptations that occur in response to the inevitable 

social and political nature of higher education that might impact my findings. 

PHASE ONE: 1964-1971 

Introduction & Background: Planning a Junior College 

In discussing the early stages of planning there are no institutional 

documents, per se, to draw on, since there is as yet no institution. Most of the 

early reports on the undertaking of the college were to be found in the two 

major local city newspapers, The Perennial and The Civilian. In one of the 

earliest accounts in the papers, dated October of 1966, there is the report of 

there having been an, 

...extensive survey of the educational needs of the area, conducted last 
winter and spring under the direction of Dr. Raymond Young of the 
University of Michigan College of Education. The report Young's 
committee issued last July indicated that there will be about 2,000 
potential students for a local junior college by the Fall of 1968 and that 
there is widespread agreement among the youth, educators and 
businessmen of the community that a junior college could make a 
valuable contribution to the county and its citizens" (The Perennial, 
10/27/66). 

The exact impetus for opening discussions about the possibility of a junior 

college in First Pick County at this time is uncertain. But local newspapers report 

on the President of the American Association of Junior Colleges noting, 

"Nationwide recognition of the need for education beyond high school as 
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preparation for most modern day jobs means there must be both universities and 

other institutions of higher learning of a different nature." (The Perennial, 

11/26/66). 

The national perspective at this time concerning the relationship between 

higher education and the Federal Government does focus on career-oriented 

education. At the same time socio-political influences exerted pressure to make 

higher education more accessible and provide a means of social progress, 

Once again higher education policy was deployed by the national 
government to serve political needs, in this case to press further to fill out 
a central theme of the Kennedy and Johnson administrations-that of 
equality. For the space of eight years between the National Defense Act 
of 1958 and the Higher Education Act of 1965, the direction of federal 
policy toward higher education was all but reversed, going from 
excellence to universalism...Higher education was a means of obtaining 
goals elsewhere in the political system (Moynihan, 1975). 

Simultaneously on a national level there is the growing notion that junior 

colleges are vehicles for obtaining increased levels of social diversity and 

equality. Education, in general, in the late 60s is seen as a laboratory where "a 

new democratic society can be forged." Direct federal intervention is seen as a 

directive for the public good. Some see the changes in the patterns and function 

of education as leaning toward mass education and universalism, occurring 

strictly because of changes in the philosophy of the government, "Because the 

American government today is democratic and popular, public education is 

concerned principally with equalizing opportunity...It is primarily directed to the 

strengthening of mass education so that the benefits may be spread more 
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widely" (Rainsford, 1972). 

The entire "junior college movement" was reported in the local 

newspapers as either "nothing short of miraculous" or "prospects that are 

hopeful but challenging". At the 1966 Annual State Junior College Conference 

held in the state where this study takes place, the president of the American 

Association of Junior Colleges speaks approvingly of the emerging role that 

Junior Colleges are to play, 

...as it takes its place in the nation's system of higher education...the 
proper balance of academic and vocational education, wise planning for 
instruction, including methods, and most particularly... the trend toward 
legally linking the junior college to higher education rather than secondary 
education is a healthy one (The Perennial, 11/26/66). 

In terms of incorporating and conceptualizing diversity at the college, at 

this point in time what is outwardly intended seems fairly evident. There was 

the collective and successful movement to establish a junior college with the 

"social good" in mind, and all the connotations that carries. 

The idea that a two-year junior college, combining vocational and 
technical courses for students planning to go to work immediately after 
[high school] graduation with liberal arts classes which would be 
applicable toward a university degree, is desirable for First Pick County 
appears to have no challengers (The Perennial 10/27/66). 

However, correctly interpreting the nature and purpose of the new institution 

was crucial to its success, 

A basic definition of goals...is important for districts now developing two-
year colleges such as First Pick County...the board members agreed on the 
need for making colleges fit the community being served. And they were 
cautioned on planning a school "on paper alone (The Civilian, 11/26/66). 
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One of the principal variables at this time concerns whether there really is a 

uniform concept of the junior college held by all involved parties. It obviously 

varies, from national perspectives of the Federal government, and self-

promulgating ones belonging to the American Association of Junior Colleges, to 

individual interest from such parties as local business and educational interest 

groups. The particular state where First Pick County is located is rather 

conservative in terms of party affiliation. Yet, the county of First Pick itself is 

seen as somewhat progressive, stemming in part from the understanding of 

oppression brought by many of the Jewish individuals who were prominent 

founding citizens of the town. That the new community college was to be an 

economic enterprise is evident from the support lent it by the Chamber of 

Commerce and the local chapter of the Jaycees, "Prior to the establishment of 

the college, all of the early news stories stressed the economic advantages that 

would come from having a college in First Pick County" (Price, 1994). 

The idea for a junior college also had citizen approval, 

...the Chamber of Commerce and the Jaycees were among the chief 
groups taking the initiative in the support of the college (Chamber of 
Commerce 1965). Over 100 First Pick County citizens and organizations 
participated in the preparation of a 235 page feasibility report (Price, 
1994:48). 

There was a specific planning committee, the First Pick County Junior College 

Planning and Development Committee. It was headed by Robert Grocer, who 

became a principal figure as the Chairman. An insurance executive and former 
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Board member of a local school district, Grocer had worked the entire previous 

year on the idea of getting the college established in First Pick County. 

As far as enacting differing conceptions of diversity, there has been some 

degree of consensus as measured by the majority vote to support the junior 

college. Both philosophic concepts as well as the inclusive, communal aspects of 

diversity that were acted upon, are a very real component in the original 

formation of First Pick College in that it could not have taken place without the 

citizens who voted to approve a junior college district in the county. 

The establishment of First Pick College needed a majority of yes votes to 

put into action the machinery establishing a junior college in the state, as 

established by the State legislature. It could not take place without First Pick 

County citizens voting to approve a junior college district in the county. This 

simple first step was not uncontroversial however. In a statewide Town Hall, a 

general discussion of higher education in the state and, more specifically, the 

need for a junior college in First Pick County, included strenuous objections from 

some First Pick city residents, indicating some resistance to the idea, embedded 

in a sense of local self-rule. 

Several First Pick county participants objected to the statewide group's 
making specific references to a First Pick junior college as the one most 
urgently needed... "We want to decide among ourselves when we need a 
junior college...we don't want instruction from outside the county" (The 
Perennial, 10/27/66). 

But in the Fall of 1966, both the City Council and the executive committee of the 



Chamber of Commerce passed resolutions favoring the establishment of a junior 

college. From the outset it is clear that one purpose of the college was seen as a 

means of promoting social equity, "It is not only to be a preparatory college for 

university work, but a community college. It is my hope that it will be a great 

help in the war on poverty locally" (The Civilian, 10/25/66). Certainly, the 

community college would provide access for populations having a low-economic 

status. One of the earliest projections about the college was "...the assumption 

that tuition would not be charged the junior college students...many educators 

oppose junior college tuition on the grounds it would raise the cost...beyond the 

means of students needing additional schooling most"(The Perennial, 10/27/66). 

At this point in time the primary relationships established are that 

between the Junior College Planning and Development Committee and the 

community of First Pick County. With the passing of the resolution and the bond 

issues the new college becomes a source of community ownership, bringing with 

it a sense of entitlement for the citizens of First Pick County, for they are the 

ones "paying for it". They attach to the institution their own interests, 

investments and a proprietary sense of control. And the most concrete dimension 

of that relationship is embedded in the costs that the new college will represent 

for the taxpayers of First Pick County. 

How much such a college would cost local taxpayers is the subject of 
more discussion. It would certainly cost something...The expense would 
begin at such time as a county bond issue might be passed, authorizing 
the raising of the county's share of building and operation costs for the 



179 

college. These amounts are: 1) a sum of $500,000 for initial capital 
investment on land and buildings; 2) Payment of $525 annually for each 
full-time student up to $1000 and $350 for each additional student; 3) 
Payment of $115 per student per year as reimbursement to the junior 
college district for its capital outlay investments. Any further costs of the 
college, except for such amounts from the federal government as the 
college might be qualified to receive, would have to be raised through 
local taxes or tuition...estimated increase in the First Pick County property 
tax rate between 1968 and 1980, based on estimated enrollments, would 
gradually rise from $.0836 the first year and $.3478 the second year to 
$.8254 in 1980 (The Perennial, 10/27/66). 

The request to establish a local junior college district was approved by the 

voters of First Pick County, "...recommending, urging and requesting support of 

the voters for the proposed First Pick County Junior College was adopted 

unanimously last night by the City Council" (Civilian, 10/25/66). Petitions 

registering at least 16,000 county votes allowed the initiative creating a 

community college district onto a Fall general election ballot. The initiative on 

the November 8, 1966 fall general election ballot, "...approved formation of the 

First Pick Junior College District by a 3 to 1 margin..." (First Pick Annual Report 

p.4). Answering the question, "Shall a Junior College District be established for 

First Pick County?" the Yes votes numbered 32,209 while the "No" votes 

numbered 11,216 (Perennial, November 9, 1966). 

Yet, what is notable is the immediate shift from community influence 

being an integral necessity to the college, as in voting for its inception, to, once 

the resolution is passed, authoritative control taking over through legitimizing 

agencies and structures. When the junior college measure was passed, as it 
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successfully was in November of 1966, the next step was the appointment of a 

local Junior College Board of Governors that would be responsible for submitting 

plans to the state legislature. The State Board of Directors for Junior Colleges 

mandates that the governing structure for Junior Colleges is a Board of 

Governors. It also dictates that the responsibility for the appointment of the 

district Board of Governors falls to the Superintendent of Schools, "Following the 

November 8, 1966 election that approved formation of the...district...the district's 

first governing board was appointed by the First Pick County School 

Superintendent..." (First Pick Annual Report, 1967-68, p.4). The public was still 

somewhat included hereafter, "In the months following, the board with the 

assistance of citizens committees selected the college architects, refined the 

educational objectives of the college, created a financial plan and a budget, and 

started the search for a college president" (Annual report, 1967-68). 

Though the votes of First Pick had been necessary and crucial in 

establishing the college, and it is their tax-monies, city, state and federal, that 

will in some measure sustain it; the citizens of First Pick County are, for the time 

being, eliminated from the proceedings as the initial District Board of 

Government members is appointed and not elected, "[The] County School 

Superintendent is expected in the next month to name a five-member Junior 

College Board to draw up plans for a two-year college here" (The Civilian, 

11/28/66). 
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The original appointed Board was composed of three persons who had 
been deeply involved in education: an 8 year veteran of the school board 
and past president of the State School Board Association; a former 
member of the faculty of the Harvard Graduate School of Business 
Administration and past president of the City and State Leagues for Public 
Schools; and a former President of the State Educational Association who 
was currently a director of the national organization (Price, 1994:49). 

However, the authoritative structures used in the appointment of a Board of 

Governors and a single president for the college are instances where an outside 

authoritative power exerts influence with significant consequences. Not only is 

the structure of a governing board mandated, but the position of a president as 

a singular office of leadership is dictated as well, "...there are the given 

boundaries established by law [which],..Hold the president responsible for the 

administration of the college" (First Pick Organizational Structure, 1971). 

Originally the five-member board of governors was appointed by the 

County School Superintendent. However, within a year of their appointments, an 

election was held so representatives of each of the five precincts of the 

community college district could be elected. 

The laws that cover the establishment and administration of junior 
colleges provide that once established the trustees of the governing board 
will be elected by popular vote of the junior college district, which in this 
case constitutes all of First Pick County (Perennial editorial, 11/2/67). 

Of the five originally appointed, only three of the incumbents decided to run for 

election; Siquedes, Vann and Grocer. All three were then elected from their 

various precincts. The newcomers, the two newly elected board members were 

Hollis and Greene. 
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Grocer, elected chairman of the board was in the insurance business. He 

had been a former trustee to a local school district in the city and was past 

president of the State School Board Association. Vann was a private business 

owner as well as the head of the Management department at the local university. 

Siquedes had been teaching in the city public schools for 39 years. Harris, 

employed as a community relations director at a local hospital, was a recent 

graduate of the local university with a master's degree in education. He had 

served in the Navy and had worked at various positions at the university, such as 

in the registrar's office and the placement office. He was also a member of the 

board of directors of the Junior Chamber of Commerce. Greene, a lawyer, had 

been a former chief city prosecutor who had graduated from Notre Dame 

Universit/ and the law school attached to the state university in town. He was 

affiliated with the state and county bar associations (Perennial, 9/24/67). 

Each member of the board of governors was to serve a different number 

of years in their terms. The candidate with the single most votes was to run the 

longest term, five years. The terms decreased a year in turn in descending order 

according to the number of votes received, with one year being the shortest 

term allotted. This ensured that each year during elections, at least one board 

member was up for re-election, should they decide to run again. On the same 

day as the ballot initiative to secure the bond to construct First Pick, October 3, 

1967, voters also elected board representatives from the various district 
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precincts. The bond and election results were reported in the local paper with 

the following figures, 

Table 6. Bond & Board Members Issue Voting Results 

Yes = 8,329 No = 5,163 
Mollis votes = 1, 527 
Vann votes = 1, 926 
Grocer = 1, 588 
Siquedes = 1,987 
Greene = 1,152 

However, a different configuration for governance would not only have 

indicated awareness of less hierarchically structured forms, it would have saved 

the college headaches in the future, for the District Board of Governors was to 

play a pivotal role In the difficulties that would beset the college in its formative 

stages and beyond. 

The Board and Dr. Bowles 

Oh, I was disappointed in many ways. I didn't have the energy and the 
feeling that I could really succeed because of the factors that I was up 
against (Interview with Fagin Bowles, First President of First Pick College 
1967-1970). 

What were the factors confronting Fagin Bowles as the very first President 

of First Pick Community College and what were the circumstances of Bowles' 

lived experience that led to the above statement? 

In examining the institutional documents that reflect the formative years 

of First Pick Community College in light of my generated categories of diversity. 
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it is dear that First Pick sought to create an innovative and diverse institution. In 

this initial planning period can be seen the major philosophical premises that the 

college was founded upon, and how those stances assume tangible form. 

At the outset there seemed to be a great deal of consensus about the 

direction that the new college would take. Community participation in decision

making and implementation seemed a strong force in the beginning phases for 

college planning. Community inclusion and involvement came in the form of 

eight Citizen Committees as part of the colleges Advisory Committees, the groups 

ranging in numbers from 9-19 members, totaling 105 citizens altogether. The 

Citizens' committees participated in, "the selection of the college architects, 

refined the educational objectives of the college, created a financial plan and a 

budget, and started a search for a college president" (Annual Report, p.4). 

Along with the conceptions and assumptions that were circulating 

concerning the role the junior college would play in the community, speculation 

circled particularly around who might become head of the new institution in First 

Pick County. By 1967 First Pick had its first president. Dr. Fag in Bowles, "On 

September 13,1967, the board announced that after an intensive search it had 

selected Dr. Fagin Bowles as the founding president of First Pick College" (First 

Pick College Annual Report (AR) 1967-68 p. 5). 

Bowles came from the East, where he had been a Community College 

president in Maryland, He had been interviewed and hired by Robert Grocer. 



Grocer had been the Chairman of the First Pick County Junior College Planning 

and Development Committee and was now the Chairman of the Board of 

Governors. Bowles' ideas for a community college were seen as innovative and 

challenging to the traditional concepts of higher education, particularly for a 

junior college. Since he was brought on board in 1967, he was integral to all 

stages of planning, for the physical structures as well as the concepts and 

guiding theories behind organizational structures and instructional methods. 

Bowles, with the ostensible support of the Board, specifically planned educational 

strategies that he felt would reflect the innovative nature of the new institution. 

Put together by the District Board of Governors, along with Bowles as the newly 

hired College President, Advisory Committees and individuals from the external 

local community, the first Annual Report of 1967-68 presents a highly 

progressive plan covering several domains within the institution, for the 

organization, administration and physical structure of the new college. The 

Annual report assures The instructional strategy rests on the commitment of the 

board and the community to a student-centered institution that would emphasize 

student-faculty interaction and interdisciplinary mix" (Annual Report (AR), p.7). 

The instructional strategy belongs to Bowles. It was based upon the dual 

concepts of "learning pods" and the "Don system". Learning pods were to be 

physical spaces of "various types grouped around a media core" (AR p.8). The 

Don system was in essence the development of a cohort that matriculated 
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together, calling for, 

...students to be assigned to faculty-guided learning teams composed of 
eight members. These groups...are to study and attend all of their 
general education classes together. Larger instructional groups may be 
created by clustering several learning teams. Each of these learning 
teams will be guided by a "Don", a faculty member...charged with 
fostering the development of individuals within the group... Each learning 
team will be assigned a "house...designed to give members of the 
learning team identity with a larger group of students (AR p.8). 

The concept and the size of the cohort is supportive of diversity in that they are 

small, communal and participatory and can be conducive to multiple learning 

styles, including those considered non-traditional, which studies indicate are the 

dominant learning modes of many ethnic minorities. A more inclusive group 

identity and a smaller, more cohesive sense of group belonging, forestalls the 

fate of many students in higher education, anonymity. 

I interviewed the now retired Dr. Bowles over lunch in a small restaurant 

on the East side of the City. He maintained that he was "... a little ahead of my 

times, ahead of the times." When asked about the don system, he assured me 

that his decisions were based on research and having gone to Britain and visited 

some Universities that had those systems, 

FB- There have been some studies that showed that six was the ideal 
learning group. That's the basis for the don system. 
MJ- But even the fact that they all had a "school" that they were all 
attached to. Some of the literature that I read talked about the 
importance of a "sense of belonging". 
FB- Yes. 
MJ- Why did you want to foster that? 
FB-Well, why shouldn't I? 
MJ- Well, it's not traditional. With most schools you matriculate. You go 
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in, you take your lessons, you go home. You move through the system. 
FB- Yes, I realize that. But that's pretty sterile In many ways. Because if 
they were involved, then they would feel that the institution was really 
meaningful to their lives. Rather than just a means to an end." 

In Bowles' report to the First Pick County Junior College Community (1969) he 

stressed meaningful involvement for personnel as well through "...the importance 

of participative democracy in administration...the use of consensus decision

making...the irrelevance of hierarchical administrations and relationships, and the 

utilization of participative problem solving" (unpublished paper of First Pick 

Faculty, 1977). 

During our interview, Bowles described his own leadership style and his 

willingness to allot fiscal resources to support his ideas, 

... I thought I was participatory. I would set goals and expect individuals 
to, if they accepted the goals, to use their talents to develop them...I 
always tried to develop faculty collegiality. Of course, if you have a lot of 
part time faculty, that makes it very difficult. But if you just spend a little 
more money...(Interview). 

Participatory management and inclusion by instructional faculty in decision

making is clearly demonstrated by the fact that the development and 

implementation of the institutional operating policies were primarily the work of 

the newly appointed personnel, administrators and instructional faculty alike. 

The Board adopted two of the aspects authored by the staff for themselves, "a 

grade and salary schedule for all except instructional personnel and a fringe 

benefit program for all employees" (Annual Report p.15). The benefits plan 

included comprehensive medical benefits, life insurance policies, and 
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opportunities to enter into sheltered annuity plans, a credit union savings and 

loan plan. 

Bowles also describes what he had been looking for in terms of personnel, 

"Well, looking for people who were flexible and not in a lock-step with the 

university system... But, then it was my job, and the others, to tell them that it 

was a little different than at a university..."(Interview). Newspaper articles 

discuss the institution's continuing intent to maintain representational and 

curricular forms of diversity as well as outreach programs to ethnic communities, 

...Only about 20 positions on the projected 105-member faculty remain 
unfilled. Dr. Clark Solo, Dean of Instruction, said recruiting is being done 
within [the city] when possible and that the instructional staff is being 
assembled on a cross-cultural basis. Certain openings throughout the 
faculty structure have been designated for minority group instructors if at 
all possible he said. 

The curricular program announced for the 1970-71 term backs up 
the college's philosophy of a well-rounded community organization...Also 
under way are group seminars with Neighborhood Youth Councils, 
management programs on the Papago Reservation... (The Civilian, '69). 

Bowles maintained a strong conviction about the use of technology in 

educational settings. He perceived the emphasis on multi-media and visual aids 

as helping individualize student learning and "liberate" the faculty to spend more 

time with students. During our interview I was struck by how often he reiterated 

the need for relying on "technology", 

... I had the dream that the developing technology would become an 
integral part of the learning process. That too, was a little early for some 
people. 

I had been doing some research in Future Shock (Alvin Toffler) and 
stuff like that. And I sensed that this was the trend, and we should get 
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on board.... I had wanted to develop more flexibility so they [classes] 
could be individualized and such, and individualize learning using 
technology rather than the lecture method (Interview). 

At this point in time, in the course of events, the primary relationships 

seem to center around the emerging formation of the college along the lines of 

the ideas advanced by Dr. Bowies. Additionally, relationships and alliances were 

being formed through whether individuals agreed with Dr. Bowie's ideas or not. 

These were put forth with great enthusiasm in the Annual Report and seemingly 

had the support of the entire Board of Governors. However, other influential 

relationships begin to take precedence as certain Board members began to 

express doubt about the validity and merit of Bowles ideas, and the focus of the 

college turns away from planning and innovation and turns towards the 

interactions between Bowles and two members of the five-member Board of 

Governors, Greene and Hollis. 

This is the first crack in the narrative of the documentation, during the 

institutes' planning stage, that indicates that the entire college planning process 

is anything less than harmonious and as the scope of players enlarges, moves 

away from just the principal players internal to the college, but spans out to 

include the entire community. Antagonisms and criticisms for Bowles' ideas 

initially come from internal factions. The earliest sign of disturbance are from 

some staff members, who, through their resignations, signify their disapproval of 

Bowles and the direction he is taking college. There had been other personnel. 
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as well, who had recently resigned, frustrated by the innovations being tried at 

the college and Bowles non-traditional approaches. But it is only when the 

newspapers begin documenting the heightening tensions surrounding the college 

that the Board of Governors seems to take note of the dispute growing from 

fundamental differences and perceptions at the college. Increasingly external 

critiques begin to emerge as well. Greene and Mollis begin to publicly express 

concern for Bowles' vision of the college and his ability to successfully implement 

that vision. Author Price (1994) maintains that both Greene and Mollis represent 

the local business community, and speak on behalf of the more conservative side 

of the community as well. Furthermore, this aspect of the city, holding a more 

pragmatic perception of community colleges, wants to see vocational and 

occupational education emphasized. Greene and Mollis begin a campaign to 

remove Bowies. 

Once again the local newspapers become a central source regarding First 

Pick College activities. The local Perennial headline states, 

Resiqnees Support Bowles Ouster Plan- Plans to Oust the Schools' 
President. Dr. Faoin Bowies. 
Dr. F said, "when I accepted appointment at First Pick College I was 

under the impression that I would help to develop a resourceful, creative 
and realistic educational plan.... it became clear to me some time ago I 
would not be permitted to do these things... Scott concurred with F 
that goals had not been carried out. Snider said he believes that Bowles 
has permitted his personal dream of an ideal college to interfere with 
practical decisions.... he is convinced that many of the innovative ideas 
the junior college board has supported are still highly desirable and 
distinctly possible...the don system may be ideal for small groups...but 
cannot possibly adequately fill the tutorial role. Present budgetary 
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restrictions apparently permit only limited personal contact between 
students and dons. Meanwhile board members chose to ignore the fact 
that 2/3 of the academic staff believe that Bowles is not capable of 
successfully planning the community's junior college...5 of 17 staff 
members recently resigned...one Board member said, "I hadn't heard that 
there was this much dissension. However it is not an unnatural situation 
that clashes of opinion result in the founding and development of an 
educational institution (4/ 19/69). 

Some members of the Board disapproved of the methods of the two dissenting 

Board members going first, and so quickly, to the public arena, saying, "This is a 

regrettable situation. I sensed none of this in the making. I regret that this 

method was used by the two Board members. If there was a difference of 

opinion, they should have exercised protocol" (The Perennial 4/19/69). 

At this point, Bowles feels the need to publicly defend himself and his 

concepts, 

Facultv, Board Controversies Still Plaguing First Pick College. 
Two members of the governing board recently questioned Bowles' 

leadership in implementing some never-before-tried ideas in the college 
curriculum. ...others say Bowles has impeded their progress. 'We have 
found that some of the men we've employed are not really as dedicated to 
the new ideas we're using as we, or even as they, thought they'd be'-says 
Bowles. The new ideas carry such philosophical names as the "don 
system" mass media approach, behavior-centered instruction, and peer 
group dynamics..."it all boils down to making First Pick College education 
"people-centered" rather than "thing-centered", to instruct more through 
small discussion groups, films, slides ... it means that individual programs 
will be mapped out for individual students so that they may succeed at 
their own rate without having to forfeit their own social and cultural 
backgrounds," explains Bowles. "It is experimental, but something has to 
be done (The Perennial, 4/ 25/69). 

Yet the implementation of ideas, new, beneficial or otherwise, can be considered 

illegitimate if they are seen to be handed down from on high and without 
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consensus. At least five staff members had turned in resignations allegedly 

because of Bowles, specifically, 

Staffers resigned because of what one of them called ''a paternalistic 
attitude on the part of college president Bowles. They agreed that Bowles 
leadership has created suspicion and mutual distrust among staff 
members and the ideas expressed contrary to those of Dr. Bowles were 
thwarted (The Perennial 5/3/69). 

Certain Administrators stepped forward to support Bowles, 

First Pick College Shuns Detailed Academic Plans....Dr. 0. admits that 
open-endedness can be confusing to the lay person...if the faculty can feel 
a part of the evolution of First Pick's new ideas, they will be more 
dedicated to making them work...neither do we have now the proper 
ethnic mix, he adds. There will be cultural specialists who well see that 
the curriculum fits in with all cultural, ethnic and economic 
background...Dr. 0 feels that small groups give each member an 
identity; that each member cares about the progress of his group. There 
is the experiment that has done away with academic departments 
(The Perennial, 5/8/69). 

Dismissing an idea put forth by Chairman of the Board Grocer to use professional 

outside meditation, dissident Board member Greene called the effort to heal the 

rift among the Board members a waste of taxpayer money. 

If majority members of the Board feel they need a professional consultant 
to advise and teach them how to talk to people on a frank and honest 
basis and really say something, they ought to hire the consultant out of 
their own pockets (The Civilian 5/7/59). 

The fractured Board of Governors became the central issue of the college, the 

community and the news print media. The three majority non-dissenting 

members became known as the "Bowies bloc". Some college administrators 

suggested that, "...all five board members tender their resignations if they could 
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not resolve the three-to-two spilt...the college cannot exist with a governing 

board divided" (Perennial 5/8/69). 

As the leaders were behaving antagonistically, it opened the door for a 

full-fledged assault on all the other innovative ideas put forth by the college. 

Indeed, since it is Bowles who is under attack, and ostensibly the college 

philosophy embodied his ideas, so the ideas were attacked as well. 

All of the original concepts and innovative notions of inclusion and 

participation that were to be implemented in the college, if not exactly jeered at 

in the local papers, are now dissected and scorned, ready to be tossed out as 

impractical and sometimes even ludicrous, in a series of articles that were 

published on almost a daily basis; 

College Plows New Fields-" If it comes off, First Pick College will be a 
grand experiment of many new ideas ...The development staff at First 
Pick is walking a narrow ledge. It isn't known whether all the new ideas 
can work together. ...There may not be such things as required and 
elective courses. There won't be a hard and fast curriculum...the staff is 
playing with ideas they don't know how to put into practical use...they are 
clinging to new ideas that might be too expensive to use...Members of the 
college governing board are upset that there doesn't seem to be an 
outline for putting theories into practical use-they blame Bowles for that. 
What are the new ideas? Behavioral objectives approach- "self-pacing" 
"peer grouping" Ideally the groups will be mixed ethnically and racially so 
that each student can understand how those different from him see the 
same things, "social modeling or the don system", cultural relevance is the 
thing that must prevail through all curricula the theories insist. The 
Negro, for example, must be instructed in terms of his own racial 
background and at the same time exposed to the backgrounds of the 
Mexican-American and the Anglo- without being forced to adopt the 
backgrounds of either as his own. There is no one at First Pick College 
who does not regard all the ideas as valid and exciting. How far and fast 
can these ideas be put into use staying within budgets? Does the 
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administration and staff function enough by the free and open standards 
that they expect to offer students, and can the institute cope with the 
staggering yet-untried task of translating all of this into adequate curricula 
before the doors open in the fall of 1970? (5/7/69-Perennial). 

College is in Danger- First Pick Junior College is in danger. First, the BOG 
should act as a unit...with the college's opening scheduled for 16 months 
away, there is no time to waste on fancy formulas and experimental 
curriculums. ...the don system, potentially costly to the point of 
extravagance, should be abandoned. It is doubtful it will work with 
marginal students and the college is being established for precisely that 
type of student. If the college fails to open, or if after opening, it fails to 
educate adequately, the whole county will be harmed, particularly 
members of Mexican-American and Negro minorities who are looking to 
the college as a place where their young people can obtain the knowledge 
to compete in a growingly complex society (5/17/69-Perennial Editorial). 

To add fuel to the already incendiary situation, the three-member bloc of the 

Board used their majority vote to extend Bowles' contract in the face of Greene 

and Mollis pushing for Bowles removal. It was called a "face-saving tactic" in the 

newspapers. Bowles accepted the contract renewal and then tendered his 

resignation, "JR College Head Offers To Quit. - Dr. Bowles offered resignation to 

BOG. Bowles getting heavy criticisms of his philosophies on how the junior 

college curricula should be shaped" (The Perennial, 5/9/69). A second article 

confirms that Peter MuHover is being considered at a replacement for Bowles, 

"Resignation of Bowles Considered. Vann confirmed that Mullover, one of the 

prospective deans offered to step in as acting First Pick College President until 

successor to Bowles can be found" (Perennial, 5/10/69). 

Retrospectively, Bowles offered that it was micro-management and a 

change of Board members, the introduction of Mollis and his teaming up with 
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Greene that caused ail the strife. I had asked why there had been such a storm 

of controversy surrounding his innovative ideas, when, presumably, he had 

introduced his ideas during his initial interview and throughout the selection 

process. 

MJ- But did you introduce your ideas when you were interviewed? 
FB- Yes, 
MJ- And they said that was great...? (he nods his head) So...? 
FB- The Board changed...Well, one of the Board members that came on 
after I came, [Mollis] was just a recent graduate of the University. And he 
had his own ideas about what higher education was all about. And he 
teamed up with another member, and between the two of them they 
made my life miserable! They had their own ideas about what most would 
call "traditional" institutions. They expected this one to be similar, to be 
the same way: Just a junior version. 

Well, as I said, they started to micro-manage and they began to 
insist that I appoint certain people, whether they were qualified or not! It 
was a patronage sort of thing... the new ones didn't really understand 
their roles and they caused me quite a bit of problems. And rather 
than ...fight...I decided to leave after about three years (Interview). 

When asked specifically about his relationship with the Board of Governors, 

Bowles said. 

Well, I need to go to back to the one relationship that I had in Maryland. 
There the Board was appointed by the Governor. And they also had, 
when I started, responsibility for the public school system, which was a 
huge endeavor, Baltimore County surrounds the Baltimore City, one of 
the biggest school districts in the state. So they left me pretty much 
alone. They would set policy and I was supposed to follow it. And then 
when I came here, I ran into a buzz saw! Because these were all political 
people. They were politically elected. And I sensed some of that, but I 
didn't have very good luck with some of them because they had their own 
agendas! They wanted to micro-manage instead of setting policy. So at 
the time, I was very discouraged, because of the tension...So I told my 
wife, I said. If I don't leave here, I'll be six foot under before the year is 
out'. And it was a smart move for me (Interview). 



196 

During our interview, I inquired about h\s notions of wanting an open, innovative 

institution, with the concept of a non-hierarchical structure. Bowles replied, 

Well I would try to encourage them to look at options and I was variantly 
successful, because people have their own ideas. And sometimes people 
hate to change. So change is very threatening to a lot of people.... Yes, it 
was a dream of mine, but I didn't...! wasn't even here long enough to 
really develop it to its fullest (Interview). 

"Bowles resignation accepted." (5/12/69-Gazette) 

Dr. Bowles, did in fact, leave before the college doors ever officially 

opened, amid quite a bit of controversy. The hostilities and quarrels did not end 

however, with Bowles resignation. Now that the dirty laundry, so to speak, had 

been aired in the local newspapers, the community had taken sides. Some sided 

with the three-member majority, who included the Chairman of the Board, 

Robert Grocer, Leticia Siquedes, the only female Board member, also a Hispanic, 

and Vann, while others sided with dissidents Greene and Mollis, 

If Grocer, Vann and Siquedes fail to get First Pick College out of the pickle 
into which they got it with Dr. Fagin Bowles, then they should be recalled, 
unless they choose to resign. Their haste in rehiring Bowles over strong 
community protests and appeals for delay has marred their reputation as 
board members so greatly that it is dubious whether the public will have 
much confidence in anything they do from now on out. (Perennial, 
5/14/69). 

Grocer offered to resign as Chairman of the Board contingent on two conditions; 

that remaining Board members "promise new harmony", and that a local recall 

movement in place be halted, 

BOG president ...conditions for resignation were that the BOG agreeing to 
work together in the future." 
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"In view of Mr. Grocer's unselfish gesture taken to restore harmony 
to the Board of Governors, we can do no less than pledge to work 
together for the successful establishment of First Pick College...Faced with 
a recall movement against himself, Vann, and Miss Siquedes, Grocer said 
he would resign from board if the Jaycees agreed to stop the recall move 
and if the other four board members publicly pledge to work together 
(The Perennial, 5/23/69). 

Mollis, one of the dissenting Board members, is now running for re-election to 

the Board and dismisses many of Bowles ideas, "Mollis said that some of the 

progressive ideas in college curriculum espoused by former college president 

Fagin Bowles have been abandoned as "impractical for a school that will open 

with an enrollment of 5,000" (The Perennial 9/30/69). 

Mollis is not only re-elected, but now becomes Board President. In the 

public arena, things have to be tidied up. In the newspapers. First Pick declares 

it is striving for a new image and retells its history according to winners' 

viewpoint, 

...conscious of their responsibility to the voters who elected them, Mr. 
Mollis and Mr. Greene joined forces and became a dynamic minority bloc. 
After repeated efforts to stir the majority to action have all ended in 
frustration, the minority members took their case to the court of public 
opinion. And the public, suddenly aware for the first time that things 
were not going well with First Pick College planning, responded 
vigorously. Pressure began to build for a change. Several meetings of 
the college board turned into stormy episodes...Later reviewing this period 
of First Pick history. Dr. Vann said: 'We got ourselves trapped. What we 
were doing seemed wise at the time. Looking back I guess it was foolish 
(Editorial 9/30/69). 

The siding of the newspapers with Mollis and Greene could simply be a case of 

supporting a "home-boy" rather than an outsider. An editorial supporting Mollis' 
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re-election to the Board mentions his city roots, the fact that he graduated from 

a local Catholic high school, 

Mr. HoUis has done a tremendous job and richly deserves re-election. He 
combines youth (31) and energy with a remarkably mature dedication to 
the success of First Pick College...After a year of floundering, these past 
few months have been marked by progress...Mr. Mollis deserves a 
substantial share of the credit for this progress...he has shown real 
leadership and real dedication to the college (The Perennial 9/30/69). 

Institutional documents remain silent on the entire controversial matter, 

with the paper trail documenting the college's progress becoming disingenuous. 

While local newspaper articles are full of the controversy and turmoil surrounding 

First Pick College, President Bowles, his curricular innovations and his eventual 

ousting, college publications make no reference to the matter at all. The First 

Pick College Newsletter distributed in December of 1969, lists and identifies a 

picture of Bowles, as College President, while supposedly his resignation has 

been accepted by the Board of Governors in May of 1969. 

Intervening Institutions 

For all the attempts to create a holistic and communal, participatory 

institution, from the very outset there were also significant contradictions to 

diversity as well. There was an odd mixture of innovation and convention, for 

while there were efforts that truly reflected a commitment to inclusion and 

diversity, the rationales for such innovation were almost always authored by 

experts, theory and "authorities". 

One of the first inconsistencies within inclusive organizational planning 
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began with the governing structure itself that is set up with a president at the 

helm. No alternative modes were considered, as in a council or legislative body, 

or some assemblage of leaders, rather than the one, authoritative office. As a 

prime example of privilege by authoritative chain of command, the original, first 

Board of Governors was appointed. Within a year, three of the board members 

ran and were elected on their own from their corresponding districts. The office 

of president was also appointed by the Board of Governors, not elected by the 

staff, faculty or the community at large. This is an indication that power is willing 

to be shared, except perhaps when constructing the very shape it is to take. 

This action came back to haunt the college during the whole Bowles controversy. 

The response to this charge is somewhat naive, as though a participatory 

process may be sidestepped if an authoritative group gives its approval. 

One of the dissident Board members questioned the method in which 
Bowles was hired for the job, never being screened by the 
committee...Screening committee chairman said yesterday that Bowles 
never was screened by the committee; that his name never was 
presented to them for consideration. 

'We had heard nothing but glowing comments about Bowles from 
presidents of other Eastern colleges belonging to the association he 
headed,' one Board member said. Board calls to his associates in 
Maryland confirmed that confidence (The Perennial 4/25/69). 

It is also ironic that the faith placed in technological instruction, for many 

ethnic minority students, would have meant pushing them to interact with 

technology rather than individuals in perhaps their first experience of higher 
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education. This may have caused more isolation than in traditional modes of 

instruction. It was the mix of small learning groups with the simultaneous 

emphasis on technology that created the inconsistency of advocating group 

cohesion, while simultaneously touting the concept of individualized learning, 

'the greatest concern now is to determine the type and extent of technological 

media needed to implement the goal of individualizing instruction as much as 

possible" (1971 Status Report p.111). 

For all the innovations and inclusions fostered by the planning, the 1967-

68 Annual Report illustrates some of the latent contradictions in terms of First 

Pick College maintaining open procedures and processes, approaching a truly 

egalitarian institutional structure. There is a patent reliance on authorities and 

expertise for the colleges' infrastructure, its educational and strategic "concepts", 

foregoing local knowledge. A corollary of that dependence on expertise is a 

substantial reliance on current "educational theory", rather than the collective 

wisdom gleaned from discussions with the institutions' constituency. Perhaps 

since a junior college presupposes unfamiliarity with higher education, there was 

an assumption that no ideas about learning or the learning process could come 

from such discussions. Despite the emphasis on non-traditional forms, these two 

prevailing sentiments within the documents often negate the institutions efforts 

toward a more encompassing and comprehensive diversity. Even though it 

declares a quest for organizational "openness", the architects of the college felt 
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that-

essential ly First Pick College's management philosophy centers 
around...application of information by experts.... thus the true 
management authority of First Pick College resides in the command and 
control of information by informational experts.... There is a planned 
pattern within which information experts and those responsible for 
coordinating develop a process (Status Report 1971 p.12-13). 

Other changes are also underway that differ from the stated original 

intent and accessibility of the junior college. In a newspaper article, there is the 

report on the newly decided registration fees at the college, "Registration fee is 

$60 a semester for 12 or more units, $40 for 7-11 and $20 for 1-6." 

In all stages of college planning, institutional documents illustrate a desire 

to join ranks with professional entities, perhaps bidding for legitimacy within the 

hierarchy of higher educational institutions. The First Pick College Annual Report 

of 1967-68 assiduously lists the names of the "outside experts" whose influence 

was brought to bear on the formation of the fledgling institution, "First the 

consulting firm of Arthur D. Little completed its analysis of curriculum and space 

needs" (p.4). Then committees were included, 

This educational planning was largely achieved through the input of 
consultants who are leaders in the nationwide community college 
movement. Many of these consultants represented the forward-looking 
community colleges that belong to Group Ten for the Seventies...First Pick 
College became a member of this nationwide group of community colleges 
in December, 1967 (p.7). 

Additionally, in terms of planning the curriculum, the Annual Report documents 

no community input was solicited other than from local business, industry and 
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government, 

A committee of the 1966 feasibility study had extensively explored the 
education needs of business, industry and government in First Pick 
County. Then, in the late spring and early summer of 1967, 
representatives of various businesses and industry were canvassed more 
particularly as to their needs for the Arthur D. Little survey of program 
requirements. 

Again in February, 1968, representatives of local businesses and industries 
were asked for assistance...to assess the potential employment 
possibilities and economic opportunities for students trained in various 
curriculums...the major purpose of the conference was to create an 
effective liaison among business, industry and education. Specific 
outcomes included recommendations for program changes in the 
educational system of First Pick County. 

And while it is also clear that the college's formation is being discussed 

with external ethnic minority constituencies, which speaks to external community 

participation and including the voice of minority constituencies, an element of 

mistrust, most likely of long historical standing, is made clear by the meeting 

between President Bowles and the local chapter of the NAACP, 

Junior College Will Have Balance- NAACP Hears Plans for School. "First 
Pick College will have an ethnically balanced staff and faculty according to 
the Institution's president. Dr. Fagin Bowles told the local chapter of the 
NAACP ...that efforts are being made to include every racial group in 
curriculum planning of the college scheduled to open in the fall of 1970. 
Asked whether faculty need at least a master's degree Bowles 
commented, "...we will necessarily be flexible in the area of academic 
background and will try to compensate for any lack of training with work 
experience and training received through our institute...Dr. 0 , 
Curriculum Specialist, said the present staff recognizes the local cultural 
mixture and has designed courses particularly helpful in preparing our 
local ethnic groups to lead dignified, useful lives. He said students are 
asking for active involvement in their learning process..To the charge that 
the present staff of the college is not racially balanced, having only one 
Negro employee, Bowles admitted he had been "remiss". "But I pledge to 
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you that we will do something about a more realistic representation of the 
cultural elements of our area (Civilian, 4/12/69). 

Conceptually, one of the main elements in the friction during this period is 

the perception of the very innovations that were meant to distinguish the 

institute; perception being the key word. Many of the innovations were either 

misunderstood or failed to generate adequate levels of confidence in their 

efficacy; many individuals just became "faint of heart" as they watched the 

standard bearers of the status quo successfully begin to wear away at the edge 

of innovations. Eventually they jumped ship, "...the methods engineers at the 

college live in fear that the strong conservative element of the ... community will 

grind them to bits" (Perennial, 5/7/69). 

And yet, the newspapers also recognized a battle being waged over, not 

only the fate of the college and its efficacy, but simply power and "face"; 

First Pick College Caught In Crisis. 
First Pick County's unborn junior college is deep in an administrative crisis. 
President Bowles has lost administrative control, if he ever had it. Many 
key executives hired by Dr. Bowles have resigned in recent 
months...highly critical of his leadership...The BOG is in bitter conflict...Dr. 
Bowles well might be a competent administrator. He might even be a 
victim of a system so innovative that neither he nor the staff he hired can 
implement it. Or he might be an unwitting pawn of the majority's 
compulsion to protect him if only to prove the majority have been right all 
along (The Civilian Editorial, 5/7/69). 

From one point of view it was a matter of Bowles being ahead of his time, 

introducing ideas and concepts that were hard for the some Board members and 

some of the newly hired personnel to swallow. From their vantage point. 
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startling new ideas might be novel, groundbreaking and even pioneering, but 

were they adequate to the tasks the community wanted put into place for their 

new junior college? 

But from an affiliation point of view by far the larger issue is the fractured 

Board of Governors, because within a body of such few members there was such 

a fixed division. How is it that such a small group of individuals cannot have 

either the professional wherewithal or personal resources to find the ability to 

communicate with one another? Neither side seems to be striving for resolution, 

"The Board of Governors is in bitter conflict. It is not to the credit of either 

faction that the majority plows ahead in closed meetings that are ignored by the 

two-man minority" (The Civilian, 5/7/69). 

At the height of the fray, when a hasty Board meeting was scheduled to 

vote on Bowles contract renewal, the papers asks a pertinent and essential 

question in terms of leadership, "In no way is tonight's meeting in the best 

interest of First Pick College or the public it will serve. How can the public's 

interest possibly be served...when the Board is so bitterly divided?" (The Civilian, 

5/7/69). 

What motivated Hollis and Greene is uncertain. We do not know what 

ideas Hollis, fresh from a University degree program, brought to the college. In 

an editorial it reports that he has his Bachelor's in Business Administration and a 

Master's Degree in Education, both from the State University in town. 
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These conflicts are pertinent to the concept of diversity on structural, 

conceptual, and interpersonal levels. On a structural level is the recognition that, 

just like the organizational innovations that were currently being attacked, ideas 

that deviate from traditional cultural norms, when used as models for structures 

and relationships of authority, are often seen as threatening and resisted on the 

basis that they are simply impossible to implement. On an interpersonal level 

the situation clearly demonstrates that concepts on paper concerning the 

interaction of individuals are often a chimera. Honesty, disclosure and mediating 

styles often get retrenched; "reverting to form" signifies more embedded cultural 

norms. A transition is marked in the newspapers, at a point where the 

institutional innovations are being phased out along with the Presidential figure 

who tried to implement them, 

Bowles resigned following a public quarrel centering on progressive ideas; 
the don system ...has been dropped...Other of the new ideas including 
heavy emphasis on study booths, tape recorded lectures ... and films have 
been toned down but remain in the program (9 30/69). 
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Transitional Phase 

As Bowles departs, the newspapers are already speculating on Bowles' 

successor, "Mullover mav succeed Bowles-1 believe in community-student 

participation in any learning process, with full faculty involvement. Particularly 

impressive is the Board members commitment to the written philosophy of the 

institution'" (The Perennial 5/24/69). The college documents also reflect a subtle 

shift towards focusing on Peter Mullover, the current Dean of Instruction, as a 

possible replacement, originally considered temporary, for Bowles. Not seeming 

to learn from past mistakes though, once again the Board side steps the 

supposedly inclusive process in hiring. Also, once again, it is Mollis who seems 

instrumental in the direction the Board is taking. 

The agenda for the Board's December 10 meeting, released yesterday, 
includes approval of a presidential contract with Mullover. The item was 
placed on the agenda by Board Chairman Mollis. Said Mollis, I wouldn't 
have put it on the agenda if I weren't certain that it represents the 
majority of the Board's opinion....I'm more than satisfied with the job 
Peter Mullover has done, Mollis added (The Perennial 12/3/69). 

The article goes on to report that Board member Greene is 100 percent behind 

Peter Mullover", while Board members Siquedes and Vann are said to be, 

... taken by surprise' by the inclusion of the contract question of the 
agenda. Both said that they had not expected the matter to come up at 
this date and said they preferred to consult with the entire Board before 
commenting publicly...Vann said, "But it is my impression that as a board 
we had promised the public a search for a president...I don't think we 
have decided to sidetrack it yet (The Perennial 12/3/69). 

The newest member of the Board, a Mr. Ron Metro, concurs with Mollis. In 
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another newspaper report, only three weeks following the above articles, it 

seems it is a fait accompli, once again without voter, community support, any 

type of search or a screening committee included in the process, "Earlier his 

month, Peter Mullover was given a contract as First Pick College President- a 

Board decision that has been hailed as beneficial to all concerned,' (The 

Perennial, 12/28/69) 

Reviewing statements made by Mullover in the local papers, he maintains 

his intention to retain vestiges of the original vision of an open and democratic 

institution. Earlier internal documents strive to indicate that Mullover possesses 

the qualifications to carry on the college's mission of participatory management 

style. In the October (1969) issue of the First Pick College Perspective reports. 

Dr. Peter Mullover...in his new job as First Pick College Provost and 
Institute Director... has embarked on a whirlwind program to familiarize 
himself with all facets of the... community and First Pick County's 
educational needs. He has sought the opinions of minority groups, area 
employers, local educators and other community leaders in attempting to 
tailor make the college's program fit local requirements. Mullover has 
encouraged the college staff to continue consultations with broadened 
citizen's committees interested in the school. 

In our interview Bowles remembers that he had hired Mullover to act as Dean of 

Instruction, "I brought him on board! ...He had been with the Peace Corps...you 

know, being fonward looking, flexible. He embodied all those things I thought 

were important." (Interview) Yet Mullover did alter the structure that had been 

set in place by Bowles, 
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Mullover in line to be head of college. -First Pick College Provost Peter 
Mullover appears assured of appointment to a 2-year term as college 
president...Mullover has done a tremendous job at the college. Mullover 
joined the First Pick staff as provost in June, following months of 
controversy...Mullover initiated major changes in the plans for the yet-to 
be opened facility, including abandoning the "don-system" the student 
advisor 8-packs and other ideas which had been criticized as too 
experimental (The Perennial, 12/3/69). 

In addition to offering up Mullover as new leadership, the college restates their 

intent to stay faithful to the original goals of being a student-centered institute 

reflecting the diversity of the surrounding community and providing educational 

service to that diverse constituency; 

Student Studv Plans Examined. - Little more than a year from now, when 
the multitude thunders through First Pick College's doors for the first time, 
who will they be? What will it want? - and will it find it?...The college is 
particularly hopeful that enrollees will reflect a cross-section of the area's 
ethnic, social and economic composition. Special emphasis in being 
placed on designing the school and its curriculum to sustain every 
student's interest. 

Both internal college documents and local newspapers report on the college's 

efforts to maintain its focus on inclusion and representational diversity. 

Students Get Choice in First Pick Head Choice- First Pick College is 
preparing to name a president and has asked high school seniors to help 
define the qualities a president should have. ...symbolic of the college's 
desire to give students a role in planning while the school is still being 
built and policies being mapped (The Civilian, 10/18/69). 

First Pick Starts Proarams-Thouah its formal opening is a year away. First 
Pick College already has begun serving the community educationally...First 
Pick's first course credits were awarded in August to 28 American Indians 
who completed a summer Head Start workshop, preparing them a 
teachers or aides in programs on their reservations...The workshop was 
established through First Pick College by the State University's, Indian 
Community Action Program (First Pick College Perspectives, October 1969) 
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First Pick College Staff Learns Spanish. The staff and faculty of the new 
school is seemingly bent on bilingualism, so much so in fact that they 
come to school 45 minutes early everyday to learn to speak Spanish and 
to learn something of Mexican culture. Which seems to be a good idea. 
First Pick College can be expected to have a substantial enrollment of 
Mexican-American extraction. Since it will serve an area that figuratively 
has one foot in Mexico, the college will do well to be as all around 
international as it can be (The Perennial, 11/24/69). 

The training of Indians to handle administrative dealings with the federal 
government began this week, said Dr. Clark Solo, vice president for 
academic affairs. College staff member, Phil Lopes, at the request of the 
Papago Tribal Council, is teaching residents of the reservation how to 
prepare requests and reports, as well as other administrative skills (The 
Perennial, 2/19/1970). 

As newspaper articles continue to chronicle the formation of First Pick College, a 

few seem to imply that the Board of Governors has mended its ways in terms of 

being inclusive over personnel and policy decision-making. Yet the Board can't 

seem to stop itself from acting out as the sole authoritative role of knowing what 

is best in all circumstances. This tendency will play itself out in several dramatic 

ways for the next two decades. 
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The Faculty Development &. Summer Institute 

Structuring the College: The Great Experiment Embodied 

After the debacle of Bowles' resignation, the college tries to regain some 

sense of stability and equilibrium. First Pick College, as though feeling itself freed 

from the lion's den of controversy is happy to move forward. There is also 

resurrection of conviction that the original innovative direction of the college has 

some merit; one innovation to remain was the Faculty Development Institute. It 

was Bowles that instigated the Faculty Development Institute, hiring Dr. Clark 

Solo from the Center for Higher Education at Berkeley to write and finalize the 

grant, 

...I insisted to the Board that we take a year off to get the faculty 
indoctrinated with the concept of the community college...that it was 
student oriented and that was the main thing" 

"... I feel that even though I wasn't actively involved in the Faculty 
Development and Summer Institute, that the idea of it went on and 
helped develop the basic program in a more aggressive manner... So I 
don't know how successful it was in getting ail that, but I know the 
Institute did have some good results...(Interview with Fag in Bowles). 

The Board had accepted Bowles idea of the nine-month Faculty 

Development Institute that was to go through the academic year, starting in 

September of 1969. Additionally, it would be supplemented by a Summer 

Institute. In the Fagin Bowles interview, although he contended "I left before 

the Institute fully got under way... I don't know how well it all functioned," 

actually Bowles' idea for the Institute was functioning very well: Said one 
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respondent, "I can still remember our first gathering. We were sitting around a 

table at the retreat, and there was such a sense of promise...." 

We were all just working in the same direction; working on the same 
goals...we all had the same goals in life; social workers, social activists, 
and the liberal left...for human integration, for social 
environments...rather than a hierarchical system. And First Pick built that 
kind of system in 1969-70 (Interview, African -American male) 

So, yeah, I was at the Institute...And there were discussions about what 
everyone wanted the college to be. And the main idea that I recall from 
that was that they wanted people, they wanted high faculty involvement, 
and as equal, their goal was a truly democratic institution, where the 
faculty would essentially run the college cooperatively. And anyone 
appointed to an administrative role would be a teaching faculty member. 
So the idea was, the hope was not to become... not to STOP being a 
faculty member; that the administrators would simply be faculty who 
HAPPEN to be administrators. The idea was to keep the free flow of 
information and an equal balance of power, to keep the power in the 
faculty. That was the goal. And it was pretty unanimous." [MJ- Did that 
manifest? Did you see that as you began teaching?] 
"Well the first few years, yes. Peter Mullover was the...President. And he 
had an egalitarian approach. He talked like down home folks. He didn't 
take refuge in the hierarchical power structure. Everyone seemed to like 
him. So yes; it had an idealistic and a promising beginning that first year 
or two... (Interview, Anglo male). 

The Institute was, in fact, flourishing, perhaps because it had warranted 

federal dollars. Originally financed by a $200, 000 grant, one of only two such 

grants awarded to two-year colleges, the institute was to "open with 

approximately 30 faculty members as students"(The Perennial, 4/25/69). This 

dollar amount was supplemented with an additional U.S. Office of Education 

grant, 



212 

Specialists to Evaluate Institute Progress Under $8500 USOE Grant 
... [The Education Professional Developnnent Act] has granted an 
additional $8500 for a study of the unusual faculty institute....The institute 
focuses on designing the college's courses and teaching methods, 
philosophies and goals to fit the need of the community. Special attention 
is given to techniques of mixing students of broadly varying backgrounds 
and expectations in order to nurture close and personal understandings. 

A prime hope of the college is to give all students an appreciation 
of different cultures and an awareness of how individuals relate to each 
other (Perspectives Fall 1969). 

The participants in the nine-month institute could earn graduate credit at 

the neighboring State University, and would receive state certification for 

teaching in a junior college (Perspectives, Oct. 1969). Peter Mullover had already 

been designated to be the so-called "training director". Dr. Clark Solo, First 

Pick's Dean of Academic Affairs reported that 33 faculty members would start the 

institute, "selected from more than 1,000 applicants". Solo wanted to make clear 

that this was not a "training" program; in addition to focusing on group dynamics 

and individual counseling skills, the faculty were going to be the architects of the 

college, 

Perhaps the most unique feature of the institute is that its concept is not 
one of "training" teachers, but allowing them to design the educational 
elements which will set First Pick apart from traditional institutions. He 
says. First Pick isn't telling the faculty, 'Do things this way or that way,' it 
is giving teachers an opportunity to define their goals as educators and 
carefully plan the best methods and programs they can find to achieve 
these goals...The institute focuses on designing the college's courses, 
teaching methods, philosophies and goals to fit the needs of the 
community (First Pick College Perspectives, 10/69). 

There were five objectives of the grant. One of the individuals I 

interviewed remembered them distinctly even some thirty years later and listed 
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them off on his fingers, as he discussed the Institute, 

Innovative curriculum development; integration of the academic or so-
called academic and vocational faculties. So there was one man, coming 
in from electronics who said, 'We're tired of being treated like we're the 
shack in the back!' So that was very important. Multicultural awareness; 
big time, BIG time. Student friendly or student oriented; team 
building...Well, that was what the Faculty Development Institute was...a 
sense of community...(Interview, Angio male). 

The Institute had gotten approbation, federal dollars and was making 

concrete progress. Everyone involved seems to have worked enormously hard to 

pull off the ideals and concepts that had held so much initial promise for the 

College. Even the relationship with the print media mellowed. The newspapers 

are happy to report positive and encouraging news about the college. The 

Faculty Development Institute is praised by a federal junior college evaluator, 

describing First Pick College as a, 

...well worthwhile investment that will repay the community many times 
over the initial costs, ...evaluators from San Francisco State College and 
two other evaluators appointed by the Department of Health, Education 
and Welfare, are 'impressed with the remarkable progress' made by the 
school's faculty training institute (The Perennial, 5/20/70). 

In other articles on the progress of the fledgling institution, evaluators continued, 

"First Pick College faculty and staff have done five years work in a year's 

time...I'm not only pleased...I'm so excited about the potential of First Pick 

College" (The Civilian, 5/20/70). 

First Pick President Peter Mullover and Clark Solo were credited with 

pulling together the college and transforming the tangled jumble into a cohesive 
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and coherent whole, 

Lauding the efforts of the faculty and staff in getting First Pick College 
established, Champion said, The personal exertion of time and energy is 
unbelievable.' He said First Pick President Dr. Peter Mullover and Dr. Clark 
Solo, Dean of Instruction, had 'worked themselves to the point of 
exhaustion more than once (The Civilian, 5/70). 

Another respondent maintained, "Peter and Clark, I mean, between the two of 

them, they were administratively responsible for implementing the structure of 

the whole college..." (Interview). 

The fact of the Institute then, really almost served as a conversion 

mechanism, forming a psychological bond amongst its participants. One 

interviewee explained that, in his view, all institute participants became endowed 

with a "nucleus of commitment", " ...and they were just ABSOLUTELY committed 

to keeping these ideals, keeping that heritage...this all relates to climate, 

community and so forth, I remember there was a very real sense of 

mission"(Interview). 

In this phase of the college, relationships remained focused on the 

internal actors of the college, and their tight, communal network of interaction. 

Because Mullover and Solo, and new personnel coming on board, all emphasized 

inclusion and full participation, they seemed able to work and relate to one 

another, their experiences transcend their individual differences for the sake of 

the whole. 
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I still remember a general meeting out at the villa that Peter Mullover 
called to discuss how we would feel about bringing in a conscientious 
objector for a staff position... Now there were several men on the faculty, 
who had come directly in from the military. Some retired, or just changing 
positions...But the consensus was to support employment (Interview). 

The Board seems satisfied for the time being to take a back seat and let the 

Institute bear the brunt of public scrutiny, which it did very well. Because of 

this, because of the participation and inclusivity, relationships were harmonious, 

extremely so. In both institutional texts and interviews the college operated on 

the principal described as "...a complete freedom for the community, the faculty, 

the staff, the students, to be involved and influential" (Interview). 

Interviews of the Experiential 

Within the "Lived Experience" of the Institute, both the relationships and 

the series of events within this period appear almost halcyon. Experientially, in 

terms of enacted diversity, there were several themes that emerged from the 

narratives of those interviewed, reminiscing about their experiences from the 

time of the Faculty Institute. By and large they reflect the themes that the 

Faculty Development and Summer Institutes were founded on: full consensus, 

participation in the structuring of the college, which encouraged a sense of 

ownership of the college, autonomy, freedom, and respect. These concepts 

provided a philosophical and psychological "fit" for the new personnel. 

To begin with, many of the individuals interviewed remarked that the 
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nature of First Pick was shaped, inexorably, by the times, the idealistic nature of 

the 60s and the early 70s. 

Weil, you know in the early 70s, it was still some of the hippie time, the 
hippie era...In those days there was still a lot of resonance from the hippie 
movement. There were more individualists back then, it seems to me. 

But I suspect from your perspective, one of the most important things to 
realize is that First Pick is very much a product of the counter culture. It 
is a 60s organization. Very, very much so. 

You know we were children of...influenced by the 60s. And the ideas of 
helping students to feel accepted as individuals...to deal with their own 
issues of self-worth and community building within the classrooms. 

A second theme that emerged from the interviews was that the college 

had begun looking nation-wide for the "right" kind of people to work in and 

advance the innovative young college. They were drawn by the hopes for 

something different, the promise of participating and being integral to something 

new and exciting that would change society. 

When First Pick started I was considering going to Law School, but I 
became so interested in First Pick. And I thought, 'It's probably going to 
fail, and go back to being traditional, but shouldn't I try to do my part- to 
make it succeed? To not just let that happen? And that's really why I 
joined First Pick (Interview, Anglo male). 

As the college began, a group of individuals who could be called "free 
spirits" were brought together from around the country with the general 
charge of initiating an exciting and innovative new college...Although the 
institute addressed the college structure and management only 
tangentially, an attempt was made by the Board and Institute participants 
to match management procedures and processes with the innovative 
curriculum of the college. If the college, they reasoned, was to be a new 
and exciting place, then its management needed to be as non-traditional 
as its curriculum. The word "structure" seemed to connotate undesirable, 
conservative and traditional approaches. Frequently heard were the 
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words, 'beware of empire building' (unpublished paper of Interviewee-
Anglo male). 

One respondent claimed, "I came here for the environment, for the concept. This 

is it, the life, man, the life experience you want...I'm not saying it was paradise. 

I'm not saying it was totally great. But it was a different reality" (Interview). 

A third theme, mentioned by virtually every interviewee who started back 

at the time of the Institute, was the hiring process and the type of individuals 

that the college was looking for. It was a communal process, with the 

individuals interviewing candidates sometimes numbering up to twenty people. 

And it was the type of persons included that seemed to leave the biggest 

impression; students, janitors, community members not officially affiliated with 

the college, the impact being that everyone's opinion mattered. Also, two 

candidates could be interviewed at the same time to verify their potential 

collegiality. Everyone had to reach consensus before any one candidate was 

hired. It was a philosophic statement that resonated over the years with many of 

those interviewed. 

What I remember from my interview was that there was another 
candidate from another department being interviewed at the same time. 
And there were eight or ten people asking questions.... and again that was 
the tenor of the times, but it was more of a participatory type... it 
gravitated towards participatory-democracy model. In the hiring 
procedures...you were interviewed by a group of cohorts in a circle. And 
everybody needed to give the thumbs up to be comfortable with bringing 
a new person into the fold. 

And the hiring process was very interesting; your interview appointment 
would include hopefully at least one faculty member who was at least 
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somehow or other related to your curriculum area. Hopefully the other 
faculty members would be interdisciplinary, interested in academics and 
teaching, not necessarily in your field. But it would also include a 
secretary, also includes a janitor, also include a potential student. The 
point not being, obviously, how you were academically qualified. That was 
all on your application. But equally important, how were you going to 
relate with colleagues? Were you coming in essentially to be upwardly 
mobile and just use it as a stepping-stone? Or would you relate to 
students? 

I wanted to know what were some of the criteria they looking for? I asked 

respondents to describe what it was they wanted in faculty; 

Humility, yes humility! A sense of respect for colleagues; being a team 
member, not, are you going to be a hot shot, that would be nice, but how 
are they going to relate to the other team members? That was a big 
thing, a big thing, a team member. And most of all cultural diversity. And 
ethnic diversity. Very important. 

More than anything it was the open, sincerely democratic process that had a 

lasting impression on candidates and made for such an inclusive, significant 

experience, 

Police would come into an interview; a janitor would come into an 
interview. When I had my interview, it was a five-hour inten/iew... Yeah, 
it was a circular interview. And I had every facet of the community, 
college and greater community, as part of the interview. So by the time I 
finished my interview, I knew everyone there. I could go to lunch with 
any of these people, regardless of whether I'd gotten the job or not, it 
didn't matter. I understood... we had exchanged in depth and they knew 
where I was coming from and I knew how they had made connections, 
and I was impressed. Students that didn't know much about education 
had relevant questions, just as well as the janitor, whose connections to 
the police and to the so-called campus, they all had kind of an inter
related thing (Interview). 

The experience of the Institute produced cohesion, and along with the 

now saga-status hangar acting as temporary quarters while the new facilities 
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were being finished, psychological ties of loyalty, consensus of mission and a 

sense of community were created. The period of the Institute represents a 

phase of high congruency. 

Lived Experience of Year One of Operations 

As the intensity of the Faculty Development and Summer Institute 

progressed, crafting the structure of the college, there had to be preparations 

made to actually admit students in the Fall semester, September of 1970. There 

were several more controversies concerning where students would take classes 

as the new facilities being built were not ready for occupancy as yet. There had 

been several delays due to construction strikes and disagreements on site. The 

college finally decided to open its doors in an airport hangar out on the 

Southeastern perimeter of the city. Beginning with a creative curriculum, the 

college made the transition from planning to actualizing and implementing its 

ideals and innovative vision. Whether in the hangar or later, at the new "Best" 

campus, the physical structure in which they worked also tried to reflect the 

philosophical structure of the college and that, too, arose as a theme in about 

one third of the interviews, one response perhaps describes it best. 

Oh yes, it was evident. In that when I first came, we didn't have private 
offices. They started off with a mission, and in 1969, in the planning 
stages they had structures that were like geodesic domes, or beehive 
structures, and they built the campus...the concept of the campus was 
built around that...So from the mission to the hangar, that's like 69-70, 
they met those structures within the internal. Whatever the external 
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structure was, it didn't matter, because the internal structure was pretty 
mucin the same. So we had a huge area, without walls, just the outside 
glass windows. The offices were divided by, I forget what they call them, 
they are just pre-fabricated frames. That just was fitted for your 
bookcases and some shelves, but you could see through, and you could 
hear someone else talking about something. There was no real privacy, 
but we didn't want privacy. We had, not cubbyholes, but little sections so 
that the arts and humanities and communications and philosophy and 
history are on the same network. [MJ- So you were also about 
permeating discipline boundaries?] Yes, we had interdisciplinary 
conceptual formulations, formations. Because all the people who were 
faculty, who were before me, just a year before me, who hired me, those 
were on a mission, not just teaching, but on a mission as well...That 
mission was to create a new way of learning for the community, for the 
county; To set in place an alternative to the university and to traditional 
teaching methods. And this was the original intent of the community 
college (Interview). 

Profiled in institutional documents, Peter Mullover cut a figure defined by service, 

The dynamic Mullover has approached his first year at First Pick with the 
zeal of a missionary- which indeed he was in the early years of an 
academic and administrative career... Mullover, a youthful looking 47, 
comes to First Pick from three years in Washington D.C. as head of 
training for the Nations Volunteers in Service to America (VISTA) 
(Perspectives 1970). 

Mullover was also seen as a charismatic and accessible leader, not just as an 

administrative figure, 

Everybody had a personal relationship with Peter... he had...at the 
hangar, he had a sign on his door that said "Peter's Office" and the door 
was open. The kids could go in, anybody could go in... Anybody could go 
in and he was just absolutely free and open (Interview). 

The demands of interaction were rigorous, but no one seemed to mind, "You 

know we didn't have a lot of resources. People were willing to work. We were 

willing to do a lot of things without a lot of money; we were willing to do it" 
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(Interview). One respondent provided me witli an unpublished paper he had 

written which explained, 

The level of involvement was extremely high and those who were part of 
the college spoke with excitement about the opportunities they had to be 
involved in decision-making, to determine the directions of the college 
themselves, and to work as a team with others in an exciting and 
interpersonal fashion...participative democracy was the watch word of the 
day, and decisions were in fact being made, if tortuously, by people who 
were to be affected by them. (Johnson) 

Another pattern that emerged in the interviews about that first year was 

the belief in, and excitement about, the community college philosophy of open 

access, of educational opportunity for those who, historically, were under or not 

at all, represented in higher education. 

But it was an exciting time. And I can tell you, it was oh- oh the kids 
were so excited, the students were just turned on! Especially the minority 
kids because we overtly said. This is a school for everybody. This is a 
community college'. And the point was that it was FREE. It was free! Of 
course it isn't any longer and I think that's unfortunate because it was 
essentially free, public, postsecondary education for even/bodv! No 
entrance exams, no requirements, no anything. You want to go to school, 
you come to school! (Interview). 

One respondent laughed, remarking "Yes, we used to go and recruit kids from 

the park benches. Sure, we saw it as an alternative to drop-out, a means of 

prevention." Many remarked on this phase of the college as a kind of social 

commitment. 

The relationships really did become quite supportive. Our commitment 
was to help individuals get into the educational stream; it was a different 
mission. And so inclusive culturally and...well we didn't require SAT's. We 
figured that everybody had a chance to try it. And if they made it, fine, 
what's the difference what their pedigree was? If they didn't, we could 
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find a way to help them to succeed. So it was an internal community, and 
it was also in terms of the broader community....(Interview). 

Document Analvsis 

Here in Phase One, the public expression of thematic Diversity through 

Institutional Documents also shows a strong commitment to innovative 

structures and to ensuring comprehensive representation and holistic 

relationships pervade. 

Philosoohical 

In institutional documents, it is obvious that in its origins, First Pick 

College placed high emphasis on Philosophical diversity, considering it one of the 

major underpinnings of the college. In the Status Study Report For Recognized 

Candidate for Accreditation. First Pick states clearly and is very emphatic in it 

philosophical statements of believing in access and "universal opportunity for 

post-secondary education for all citizens" (p.7). The document constantly 

reiterates the notions of "mirroring the community", the ideals of a "democratic 

society", and the well-being of the individual, with all staff members "expected to 

have relevant experiences and personal philosophies consistent with the goals of 

First Pick College" (p.71). As well, they touted First Pick as 

change-oriented and concerned with social leadership...The nature of First 
Pick College and its people lead to an extensive commitment to 
developing means of living in a world of ethnic pluralism... the College is 
centered on students, is integrated between vocational and academic, and 
does move in the direction of responsiveness to community (p23- 24). 
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Representational 

In all of the processes undertaken by First Pick College, whether in 

moving towards opening its doors in the Fall of 1970, or in how it defined itself 

as an institution, ethnic diversity seemed to play the most significant and 

continuous role. On every level, on every institutional front, representational 

diversity is stated as a major goal of the college. Whether it is students, staff, 

faculty or administration, a mix of ethnic minorities is seen as critical for the 

college to actualize its vision as an accessible, open institution, ameliorating 

some of the social inequities of the past. Gender, at this point in time, is not 

seen as critical to representational diversity as race. In President' Peter 

Mullover's Message-

The primary goal as stated in the catalog is -First Pick College provides an 
open door to educational opportunity...How well was this goal achieved 
during the first year of our operation?... More than 6,000 students of 
varied ethnic and cultural backgrounds, ranging in age from 16-70, 
enrolled...(First Pick College Annual Report- June 1970-July 1971 p.2). 

It is obvious from the President's message that both access and diversity 

are important; not only did Mullover mention numbers, but also who it was that 

these numbers represented and therefore who was being given access. There is 

the implicit assumption that those of the "varied ethnic and cultural 

backgrounds" were those who had been denied access in the past. There is also 

a quote from a Vietnam veteran, claiming, "The faculty's respect for students 

makes you want to learn..." 
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On page two of this report there is a full-sized photo of four students, all 

Ethnic minorities, with the attached quote, "First Pick College's students and staff 

represent various races and cultures. All are encouraged to take pride in their 

own heritage as well as the heritage of others." 

That First Pick places great weight on Representational diversity is evident 

in the First Pick College Catalog of 1970/71, in the creation of the Intercultural 

Committee, whose purpose places it within a Southwestern context, and 

acknowledges the differing, historically and contemporary, constituencies. 

Located in an area where history has for generations reflected the 
interaction of peoples from varied ethnic and cultural backgrounds. First 
Pick College is committed to the concept of a pluralistic society. 

Representatives of the four major groups in First Pick County-
Indians, Mexican Americans, Anglos and Blacks- and of the varying points 
of view within each of those groups make up the college Intercultural 
Committee, whose major responsibility is fostering individual cultural 
identity and cross cultural communication.... Among their activities are the 
reviewing of courses and programs for intercultural content, the securing 
of special grants for curriculum development and assistance to both 
faculty and students in the area of cultural and community awareness and 
sensitivity (p.6). 

In conducted interviews, the testimony of the respondents verifies that 

early Institutional commitment to representational diversity, 

...there was even, at some point, a specialist stipend that allowed the 
institution to seek out minority applicants to come out to the Southwest, 
from L.A. or whatever area that they were from. The original Director of 
Special Services had been a community activist in Columbus, Ohio...So, 
not only had the institution opted to give lip-service to diversity, but if you 
followed the money trail it would kind of indicate to you how strong the 
commitment was...for instance if you were a Music Instructor, working in 
Philadelphia and First Pick wanted you to come out to enhance the 
diversity of the faculty...they would say 'O.K., we'll put you at this place on 



225 

the salary schedule, and then we'll give you an extra stipend for agreeing 
to come to First Pick... 

One woman assured me her knowledge of Spanish was what got her hired, 

"Well, I came right out of grad school with no experience and I know that the 

only reason I was hired was because I was bilingual. I mean there was no doubt 

about that..oh absolutely" (Hispanic female. Library). 

Overall, the College Governance document demonstrates a balanced 

attempt to represent various types of diversity. Representational and curricular 

diversity was included in the Cross-cultural Committees' charge; to ensure that 

ethnic and gender balance was maintained, as well as attention paid to ethnic 

"contributions" in the curriculum. 

The most obvious document, in terms of Representational Diversity, is the 

Higher Education General Information Survey 1970fHEGIS'). In 1970, it indicates 

perhaps the national level of awareness of ethnic minority representation. 

Submitted on November 15, 1970 by the Director of Admissions, the HEGIS 

report is interesting in its overall basic simplicity, it is only two pages in length. 

Submitted to the Department of Health, Education and Welfare (HEW) Office in 

Washington, D.C., the form must be completed by institutions for Federal 

Student Financial Aid assistance. The federal form does not even contain any 

questions or requests for categories asking for breakdown of student numbers or 

personnel according to ethnicities. There is, instead, a request for headcount 

according to gender and to student profile (degree seeking, part or full-time). 
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In the Status Study Report submitted to the NCA, First Pick reports on the 

ethnic mix of its faculty and students, "The ethnic background of current full-

time faculty (of 123 total) includes 20 Latin American/ 9 Black/ 2 Oriental/ 3 

Indians and 89 Other" and "An initial survey of the student body indicates that it 

represents a wide range of ethnic backgrounds ...and previous educational 

experience-that it is in fact the varied group for which the college was planned." 

(p.95) 

This commitment toward a high degree of representational diversity was 

once again echoed in the interviews, 

...And I mean it was just crawling with students from everywhere! The 
nice thing, one of the things that attracted me was that it was a 
community college, it was affordable, but mostly when you came to this 
campus, you saw people who looked like you. And I'm talking about 
faculty! A number of faculty were African-American, Native American...so 
we had a good mix. Our Athletic Director was Hispanic. And it was very 
important. And that was what drew a lot of minority students to this 
place" (Hispanic female, began as student now Instructional faculty) 

...we had diversity; we had minorities within every discipline within every 
division. We had a Black musician, a concert pianist, not jazz; we had a 
sociologist, a historian, an artist, philosopher, and a dramatist (African-
American male). 

Organizational 

In terms of Organizational Diversity, there is significant emphasis within 

the documents relating to the time of the Institute illustrating the determination 

to create a non-traditional organizational structure, something new and different. 
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Those who were responsible for crafting the infrastructure of the institution, 

principally the newly hired personnel, Administrators and Instructional faculty, 

felt strongly about issues of management and hierarchy, as pertinent to whether 

the organization could fulfill its mission of being a "student-centered" college. 

Consistently themes advocate inclusion and participation from all levels within 

the organization, as well as those that deal with flexibility, open-ended structures 

and shared responsibility for common, communal goals. There is even a 

"Community Council" a community trust organization functioning between the 

President's office and the community. All of the following excerpts are from the 

Status Study Report for Recognized Candidate for Accreditation Status to North 

Central Association. 

A traditional organizational structure does not provide time nor individual 
freedom at the "grass roots" to evaluate information needed to serve 
students in an open and immediate fashion. To meet the demands...First 
Pick College is developing an organizational structure that affords 360 
degrees of operating freedom to faculty, staff and students ...rather than 
an emphasis on the traditional authoritarian superior-subordinate 
relationship...First Pick College's organizational structure ...emphasizes 
group process management... The General Statement regarding structure 
states the purpose of the structure is to enable First Pick College to have a 
common, open operating procedure and policy...It must create motivation 
and coordination without the traditional forms of lines of authority (p.l2-
13) 

First Pick is concerned with participative education as well as participative 
management...The College is developing a unified educational approach, 
beginning with the removal of such artificial barriers as the vocational-
academic dichotomy, grading, semester divisions, and the traditional 
subject matter clusters... Departures from traditional approaches to 
education need different types of support and organizational forms (p.23). 
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The Operations Review Board is connposed of faculty, staff and students 
(in equal proportion) and reflects the diversity of the College's concerns 
and commitments...The most perplexing part has been to determine how 
students can be appropriately selected for involvement as representatives 
throughout the organization, from decision centers to the two seats of 
non-voting members with the Board of Governors (p.106- 107). 

...perhaps the most important concern is that of developing stable bases 
within the organization which permit greater degrees of freedom for 
persons within the system. Interpersonal relations, respect for 
differences, and accountability are, of course, critical to the 
enterprise..."In all cases, at all times, the College is committed to 
involvement by students, faculty and staff in decisions which affect them 
within the institution (p.113). 

That First Pick was intent on altering tradition concepts of organizational 

structure was also evident in the emphasis it was given in individual interviews: 

...the coordinating committee met daily during the remainder of the 
Institute with anyone in the college community welcome to join...The 
general pattern of early management structure might be described as an 
"ad hocracy." Problems were raised and defined in total group meetings 
with all institute participants in attendance. A number of ad hoc 
committees were formed as a result of these community meetings. The 
ad hoc task groups were instructed to research the issue and make 
recommendations to the entire community. Special purpose groups were 
therefore formed and dissolved as the occasion warranted, and the entire 
community made the decisions (Johnson). 

The document, First Pick College Governance is honest and blunt about 

what traditionally constitutes governance, yet breaks with that tradition in whom 

it includes in the governing body, and the order in which they are named, 'The 

purpose of this paper is to examine how influence, accountability and power will 

be distributed among five groups at First Pick College. These five groups are 

students, Board of Governors, staff, faculty, and administration" (p.l). 
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First Pici< lists students first in accordance with its policy as being a student-

centered college, and further emphasizes its flat-level structure by placing 

administration last; there is to be no hierarchy here. Students, and all members 

of the college are to be acknowledged and considered important stakeholders 

and their attempt to deviate from the traditional is plainly stated. 

Traditionally, in most institutions of higher learning, the president in 
consultation with the Board is the responsible decision-maker. At First 
Pick an attempt is being made to achieve a satisfactory solution which 
permits all five groups (students, Board of Governors, staff, faculty, and 
administration) to participate with optimal freedom in their respective, 
appropriate areas and yet enable First Pick to act decisively and 
coherently (p.l). 

The institution is attempting to create a broad-based governing body for 

maximum participation, for inclusion and to ensure that decisions made will 

reflect the constituency who will be most impacted by them. The college is also 

aware of the resulting feelings derived from inclusion and participatory forms of 

organizational structure, 

It is hoped that several advantages will be accrued by broad participation 
in the decision making process. It should improve the quality and 
soundness of the final decision. Higher morale and motivation should 
result. It should enable the staff to be more progressive and more 
responsive to the changing needs of its members and the community 
(p.l). 

The college seeks a mixture of formality combined with emotive feelings not 

usually discussed in institutional policy statements when it hopes that, "The 

above can be attained only by order, discipline, and trust without infringing on 

free thought and behavior." Trust, free thought, and free behavior are not 
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usually associated with institutional norms. Though individual behavior is a 

powerful component in organizational structure and environment, as well as a 

factor in how successfully a philosophy may be actualized, it is not often 

addressed as plainly and frequently as First Pick College does in its documents of 

this period, explaining how their institution will work, based on what given 

principles, "Groups, structure, individuals, processes and behavior are the five 

basic elements of governance". 

The attempt on the part of First Pick College to break with traditional 

hierarchical structures and form a more egalitarian and holistic institution is 

made clear by the graphics of their initial plan of the College's organizational 

structure.(See Figure 1). It is a snowflake- shaped diagram, with circles and 

hexagons representing all the operational centers that make up the "...source of 

First Pick College community delegated authority and accountability..." (p.4). 

Diamonds in the center of each hexagon represent Review Boards. For each 

Operational Center, Review Boards are composed of "...faculty, staff, and 

students, operations center manager and decision center director" (p.5). This 

design also represents the creative and rather unconventional approach to 

institutional development, as it is called the Sherman Tank Organizational Chart, 

or simply "Funky Tank". 

The efforts to stay participatory and inclusive are also reflected in the 

Decision Centers, considered the "basic work unit of First Pick College". 



Figure 1. Initial First Pick College Structure. 
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Membership on a Decision center is comprised of "faculty, students, and 

staff...and First Picl< College community members", with the only criteria for 

selection being "...skills in the centers specialty, interest and commitment..." 

(p.4) There is also an attempt to seek constant communication with those in 

leadership roles by mandating that the "... President will meet once a week with 

community council and ...once a week with operations managers" (p.9). 

A tiny four-side "decision center" branching off from the President's Office 

is called the "College Relations Decision Center" It consists of Public Relations, 

Grants, Communications and Human Relations. The Human Relations 

component is actually the Cross-cultural committee, seen as, 

so important and so encompassing...its assignment includes: (1) to ensure 
that the ethnic mix will be continued, (2) that women's rights are 
protected, (3) that curriculum reflects ethnic contributions, (4) 
recruitments and (5) develop area studies"(p.lO). 

Students who serve in the Decision and Operations structures can be given credit 

for their service. Though there is expressed concern for issues of gender, in the 

listings of governing representatives, out of 54 positions listed, only six are 

occupied by women, those titles being a Member of the Board; one faculty 

liaison to the Board; two Program Decision Center Directors (one for 

Communications comprising communications, reading, ESL, Foreign languages 

and Exploratory Studies and the other for Health Related Occupations.), a non-

faculty representative, and the Cultural Activities Decision Director. 

Organizational diversity was also strongly advocated in the College 
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Governance document. There was a sincere attempt to flatten hierarchy, making 

the president accessible and present with all members of the college, not 

isolated as a lone gatekeeper on decision-making. Decision-making was seen as 

crucial to the success of the college as a participatory institution, for "the people" 

and community members, students, staff and faculty are consistently included on 

all levels, within each organizational component. Also procedurally, there is a 

"checks and balances" of input built into the structures, from all the 

constituencies, both within the college and from the external surrounding 

community. So, the philosophy of diversity is actualized through the structures 

put into place. 

Environmental 

In terms of environmental diversity, there is awareness that the structures 

and processes developed to accommodate diversity must be adopted on an 

attitudinal level, as well as an organizational one, within and between every 

strata of the institution. 

First Pick College must seek new ways of providing a productive and 
hospitable educational climate....First Pick College is a community of 
individuals...who are interested in developing themselves not only in the 
intellectual and vocational dimensions, but in the area of human relations 
as well (p.8). 

There is cognizance of how structures and governance have an affective aspect 

to them, reflecting the need for well being and understanding, "When the group 
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process of decision-making and supervision is used properly.,.confidence and 

trust pervade all aspects of the relationship...Favorable attitudes, confidence and 

trust are needed among its members" (p.14), 

The development of a new institution and an exciting philosophy does not 
imply automatic functioning. Translating words into effective reality is the 
challenge...the College must deal with that which includes the students' 
attitudes and values, his interpersonal skills and his self-image (p.24). 

The college...seeks individuals who are personally committed to a 
philosophy of education which recognizes the interdependence of the total 
staff and student body and allow every individual to participate at an 
appropriate level in making decisions (p.72). 

The general well being of the personnel as a whole is a continual concern, in that 

they represent the entity of the college itself, so to speak, "A faculty which is 

fully committed to students and to personalizing the educational experience may 

soon exhaust itself unless given opportunities for renewal..." (p.109). An open, 

liberal philosophy was also reflected in grading policies that did not fail students, 

but rated all performance on a pass/fail system. Many of those interviewed 

stressed that this emphasized nurturing relationships over judging. 

And you see at that point we didn't even have a "D" or an "F' in our 
grading system. One of the only times I actually was so hot [under the 
collar] was the evening that the Board of Governors finally decided, 
despite my pleas and others, but in response to some faculty friends, 
which really bothered me, decided to add the "D" and "F" later... But our 
reasoning at the beginning was if a student hasn't met an acceptable 
passing grade, well, then they haven't made an acceptable passing grade 
so they don't get it! Well they get a no credit, or an incomplete. Give 
them a chance to work it out. But you don't have to punish them! But 
apparently there was pressure from other academic institutions, who felt 
that our Grade Point Average...would be skewed. So that was big issue, a 
big issue (Interview). 
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By the way, its relevant here that in the first few years nnany of the 
faculty gave ail "A"s. It wasn't even pass/fail; they just simply said The 
assumption is that everyone wants to learn.' Grades can intimidate many 
people. Many people were afraid of the grading system. So there were 
many faculty members that I knew that first year or two who simply gave 
everybody an "A. They said 'Let's get that out of the way.' The whole 
grade motivation. You've all got "A"s, Now let's get busy and learn." 
"Because, you see, the kind of teaching that I describe, that I think was a 
big part of it, in the early years at First Pick, minimizes the need for 
expertise on the part of the teacher, that is expertise as a geologists or 
whatever. And it's much more important, the teacher's skHI in working 
with students; kind of orchestrating the resources, the people skills. 

Acting out the non-traditional forms that had their genesis in the Institute, 

trying new forms of instructional methods, and adhering diligently to 

participatory governance, creative, inclusive procedures and processes, as well 

as feeling that leadership was accessible and influenced by the "governed", 

created a memorable experience of that first year at First Pick, 

[MJ- You had young ethnic minorities from barrios, you had military 
people, people with credentials... How did everybody get along?] 
"Remarkably well! 'Cause that was the point somehow. It was the 
involvement that transcends everything. Because if you're a part of it, 
instead of being "told" about it, you're motivated, it's yours! It's your 
college!...I think it's the things that First Pick was standing for in the very 
beginning; which was transcendent to the traditional role of an 
educational institution. It was a step beyond. It was wanting students to 
have that sense of involvement, and faculty, and everybody! (Anglo male) 

...my memory of it is warm and happy and terrific. I worked my buns off; 
everybody did! I'd go home at night, and if there was anything critical in 
the paper about the college, I'd say 'Son of a bitch!' (Anglo male). 

The traditional barriers believed to inherently exist between faculty and 

administrators were absent, and rather than multiple "cultures' of the academy, 

there was a holistic organization characterized in words of subjectivity and 
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emotion, "We were not traditional. We were NOT traditional! Peter Mullover 

and Clark Solo were us" (Anglo male- Writing Instructor). Many spoke of a 

transcendent "spirit" at the college, reaching to a level of conviction, 

...And there was a good spirit at the college. Sort of a 
comradeship...between faculty and Administration. And Administration to 
Administrators. And it was also between students and faculty...When I 
first started here I really felt that Administration felt they were here for 
us, for service (Anglo male. Computer Science). 

Well, the words from the first years, we call it the Mullover years, though 
that's not quite fair, but the beginning...democracy, involvement, self-
development, involvement is a big one, relevance. I suppose curiosity, 
motivation. All those kinds of people things. With a trust, trust, there's 
the word... trust (Anglo male. Counseling). 

There were all sorts of intentional mixing and honoring people's ethnicities 
and background... I think maybe I hadn't thought much about this, but I 
think you don't have...maybe you don't have to deal very directly with 
different ethnicities and different races if people were treated all the 
same, with respect. It becomes automatic (Anglo male. Faculty 
Development). 

An Instructor recalled one of his co-workers from those early days saying, "First 

Pick's changed me: I've never been in a place like this before. I don't have to 

protect my ego here. I look forward to getting here on Monday morning and I 

hate to leave Friday afternoon" (Johnson). 

Between the intent of the College, articulated in the documents of this 

period and the experiences of the personnel in its first year of operations, out at 

the hangar and then moving into the facilities at Best campus, there is a high 

degree of congruence between what was being conceptualized and what was 

enacted, "It was a good idea. First Pick was a different institution. It was not 
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highly structured. It used the dialectical method of learning on campus. It was 

a learning campus." Others concurred, speaking of small details that were 

nevertheless significant, 

I would say, though, the defining characteristic was egalitarianism. That's 
why there was never a designated faculty parking lot. It's very 
interesting. I mean it's just a little thing, but it says a lot. Our reasoning 
was, if the students have to walk to class, why shouldn't we? I mean 
that's just a little gesture...! think it was egalitarianism in terms of the 
collegiality, history or philosophy is no more important than Automotive, 
or in fact, maybe less so...Collegiality and also respect...(Interview). 

However a shift in the tide begins to move stealthily towards the haven. 

Perhaps it starts with the hand of external authority via the demands of 

accreditation and the North Central Association. Retrospectively, the document 

Response to the North Central Visitation Team to First Pick College (1971) is a 

dialogue between the new college and the authorities that be. It illustrates how 

the college is attempting to retain its innovative style, yet do what it must do to 

gain its accreditation, its legitimacy and acceptance, a struggle for its institutional 

life under pressures from externalities that perceive education from a different 

perspective. 

Externalities 

In the overall language of the document. Response to the North Central 

Visitation Team to First Pick College ("1971) some of the idealism and innovation 

to which First Pick College aspires is somewhat squelched by a three-day visit 
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from the accreditation authorities representing the NCA. There is a reversal from 

the standards of community input, to dependence on "expertise" and outside 

consultant firms to guide the fledgling college. The college backs-off from, or 

amends, many of its positions that were impressive as testaments to their desire 

to found a truly collective and inclusive college. 

The Board of Governors has contracted with Witt and Dolan, a Chicago 
based management firm, to screen presidential candidates, based on a set 
of criteria developed in concert with faculty, staff and students (p.2). 

To the NCA, it seems that the structure and organization that First Pick College 

originally chose, the "Funky Tank" was the most problematic issue of all, 

especially dealing with matters of governance. The entire premise of the 

institutional organization and structure as originally devised by the College, all 

those circular wheels interacting, seem to have been gutted. It is the NCA 

recommendation that the Board; "3)... develop a redefinition and acceptance of 

the overall philosophy, goals and objectives of the college and its total 

organizational structure." By the language of the document, the NCA seems to 

have considered the early efforts of the college formation as somewhat naive. 

The NCA team has aptly pointed out the difficulties encountered in 
attempting to develop an organization based upon openness and 
involvement of people who will be affected by decisions. The members of 
the team have stated that such an organizational goal is commendable, 
but it gives rise to considerable ambiguity in communication and 
accountability. It also tends to delay and may also diminish the quality of 
needed decisions (p.3). 

The emphasis on "quality" seems to want to invoke the specter of expertise once 
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again, and allows the college to become prey to the "management by objective" 

tidal wave of the 70's. It is also clear that a total organizational overhaul was 

"recommended" to the BOG by the NCA accreditation team, 

...the BOG will be given a total organizational schema for consideration 
and adoption. It will incorporate the following: 1) philosophy, goals and 
objectives of the college; 2) policies and procedures to assure 
implementation of goals and objectives; 3) Organization, designed to 
support the policies and procedures and 4) job descriptions, spans of 
control, and accountability to assure appropriate involvement with 
reasonable speed and quality control for decision-making (p.3). 

Many of the recommendations were along more traditional lines, such as the 

Program Area Coordinators being replaced with Division Directors. There was 

also no longer community inclusion at every step of the way, and the new 

organizational structure was arrived at, driven by "organizational theory" (p.4). 

It appears that one of the goals of the NCA Team was to ensure that First 

Pick College knows its limitations and boundaries, that it assume the patina of 

vocational/occupational education, the niche which community colleges were 

granted in the tiered educational classification hierarchy. The NCA report seems 

to want to discourage too much involvement in the business of transfer 

programs to 4-year colleges. 

Not only does the cost of transfer courses tend to balloon such programs 
out of proportion, but state-level decisions to limit university enrollments 
channel many other students to lower division enrollment in 2 year 
institutions. Nonetheless, First Pick is proud of having developed 33 
occupational programs by its second year. Occupational education is also 
assured of continued growth and emphasis in the years ahead...the only 
new programs being recommended for the 1972-73 school year are such 
programs as Mining Technology, Food Serving and Management, Banking, 
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Real Estate, Building Trades, practical nursing and Nursing Aides... The 
entire process of course and program approval, revision and evaluation 
has been exannined, clarified and accepted. A major feature will be a 
point system determination designed to give priority to occupational 
programs... and to prune the curriculum of obsolescence... (p.5). 

Other innovations were also given such continuous, close and critical scrutiny 

that it was tantamount to a death sentence, exposed to the "reality" of 

traditional college structures, 

The Unit Learning System, already being given considerable attention by 
many colleges throughout the country, is being constantly monitored and 
evaluated...Though not formalized, the stream of visiting deans and 
curriculum planners from other institutions provide fresh reality testing 
with each experience...(p.5). 

In the Report for Accreditation, First Pick listed Program Areas as a way of 

emphasizing interdisciplinary efforts and a way to promote alternatives in 

educational achievement. This, too, was nipped in the bud and orthodoxy held 

sway, with "the appropriateness of divisional structure and the programs of study 

to be contained in each one..." (p.7). There was also a bow to theory in a gut of 

the original organizational flowchart in the altering the Learning Resource Center, 

leaving a much more hierarchical structure. 

Organizational relationships and objectives of the Learning Resources 
Center have now been altered...current organizational theory will place 
LRC in direct relationship to instructional and program planning activities 
of the college...with a functional analysis of LRC operations is underway as 
a forerunner to possible realignment of staff assignments, along with the 
development of a strong level of supervisory capability (p.8). 

The traditional hierarchical impositions continue in the Student Personnel 

Services area too, and here the NCA seems to question the conceptual 
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innovation of including student voice within that hierarchy, 

...organizational changes discussed earlier pertain to this section also. 
Clarification of roles, as well as authority related to responsibility is a 
perceived need in assuring full involvement of students in the college 
decision-making process...a policy proposal is just being completed which 
addresses itself to appropriate student participation in democratic 
governance...the comments of the visiting team have, in fact, spurred new 
interest in this direction on the part of the students (p.9). 

The only thing not made clear is how the new organization configuration 

will define what is "appropriate" and on what side of the fence it falls. The 

ambiguous language could mean the students were galvanized because there 

were attempts afloat to exclude them from the process. 

Full meaning is often obscured, as when First Pick College talks about 

some of the conclusions drawn by the NCA team. The meaning could be taken 

two ways; either that the newly hired faculty will be allowed to maintain a 

creative, innovative spirit promised by the initial oratory of the college, or that 

they will not muster a fight as they are asked to kow-tow to new administrative 

structures and more traditional organizational forms of hierarchy. The inferences 

are nuanced and subtle, but by the language, it is evident that the college's 

inventiveness is going to be controlled and minimized, and the institution is going 

to be asked to step into line, 

Though the NCA team viewed First Pick College as an institution with 
tremendous potential, the visiting team also observed that the faculty that 
has been recruited is "without reluctance to change and an administration 
without rigid administrative procedures...it is essential to assure that the 
willingness to change, exhibited by the faculty, is reasonably channeled in 
a planned and orderly fashion, without the administrative rigidness that is 
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usually such a barrier to creativity. Minimizing risks by orderly 
determination in a systemized way is the major goal of administration and 
faculty on behalf of students, the Board and the community at large. All 
personnel at the college look forward to the NCA's acceptance of this 
request for candidacy (p.14). 

Intervening Institutions 

Within the Status Study Report for Recognized Candidate for Accreditation 

Status to North Central Association of Colleges & Secondary Schools, there is the 

Representational aspect of documenting the ethnicity of the staff members. Yet 

there is more emphasis placed on the non-academic staff than the academic 

instructional faculty or administration to provide ethnic minority representation, 

and there is more stress placed on the non-academic personnel to develop or 

possess interpersonal skills to navigate and facilitate an ethnically diverse 

environment, "the personnel and structure of Student Development faculty have 

been considered from a number of perspectives, two of which are professional 

and ethnic diversity (p.62)" 

the regular staff members of El Camino, representing various ethnic 
backgrounds, were selected on the basis of professional experience and 
ability to relate to ethnic minorities. There are three Mexican-Americans, 
two Blacks, and two Anglos. In addition, 37 student aides participate in 
the program, 15 Mexican-Americans, 5 Blacks, 2 Papago Indians, 1 Yaqui 
Indian, 1 Oriental, and 13 Anglos, (p.36) 

As well, the issues of cultural sensitivity are focused at times more on Instructor-

student relationships, rather than on what might transpire between Faculty and 
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Administrators, "The objectives of "El Camino Nuevo" are... to establish a multi

cultural environment for living and learning...to encourage and develop 

sensitivities among faculty so that they can relate to disadvantaged and ethnic 

minority students" (p.38). 

In the NCA Report section titled College Structure, slipped in rather 

unobtrusively, there is a discussion of all the rearranging done on the 

organizational structure as "a revised college structure". This revised 

organizational structure speaks the proverbial thousand words. From the flower

like circles perambulating through multiple decision-centers in the document First 

Pick Governance, formed at the sessions from the Institute, now there is a very 

traditional "line and square" graphic. (See Figure 2) 

There is also a re-working of the span of authority and the lines of 

supervision, creating more hierarchy and the chance for micro managing. It 

states that, 

...revisions were adopted in the college's organizational structure in May, 
giving more authority and responsibility to Program Directors in faculty 
areas and managers in administrative areas. 

The role of the college's community council, which serves 
somewhat as a Supreme Court, has also been made more distinct. 

A hierarchy is reestablished through maintaining that the source of the flow of 

information is from the mouth of an "expert", "The structure is so designed that 

it provides a free flow of expert information from one area to another, while 

encompassing students, staff and faculty in decision-making. Each Operations 



Figure 2. College Structure after NCA Recommendations 
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Center is responsible to the President..." (p.12). 

Emerging Criticisms and the Beginning of the "Shift" 

The re-structuring of the college organizationally was not the only short

lived approbation that the College was receiving, other variables and precedents 

came into play. Internal dissensions continued to erupt; eight more full-time 

faculty resigned. Other staff members said they were only staying because of 

the scarcity of teaching jobs. One of the more bitter contentions was supposedly 

caused by a breakdown of the equitable emphasis on both vocational and 

university transfer curricula. One individual I interviewed concurred with the view 

that vocational education was being overlooked, 

Well I guess if I made that kind of retrospective evaluation, it would 
probably be the vocational areas that would be the stepchildren. Of 
course, it was kind of interesting to me, because I'd never taught at a 
Community College ...and I kind of thought that was the emphasis 
(Interview). 

But there is also a thinly disguised aversion to the equitable structures being 

attempted at the college, putting them in the light of "social revolution". In the 

newspaper, a full page article was devoted to the disgruntled resignation of the 

Coordinator of Occupational Programs at First Pick, 

Since First Pick College has evidenced lack of interest in vocational 
educational programs and since the main thrust of the present 
administration is implementing programs designed to bring about social 
revolution, and since it is obvious that my professions (and personal 
integrity) will not allow me to be supportive of such objectives, I find it 
necessary to disassociate myself with First Pick College...If the community 
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wants a college like First Pick, fine, but I don't think they want students 
sitting in English class rubbing toes or students being taught panhandling 
on the mall (Civilian). 

Though Board member Greene called all the allegations of preferential 

treatment for the Liberal Arts "garbage", it was becoming obvious that some 

members of the community did not want a college like First Pick. Most notably, 

opposition was being caused by community perceptions of what was happening 

at the college. All the heady freedom was beginning to be translated into a 

negative connotation of "looseness" that was ungoverned and undesirable, 

I would say that the [city] was fairly liberal, but First Pick was too liberal. 
It was a little bit far out..Well the mess in the community's eyes had been 
that this was a den of iniquity. That drug use was rampant, that it was a 
free university. And there was some truth to that. The president had a 
concept or model whereby all of the participants in the community should 
have an equal voting interest. And so, for example, when curriculum was 
discussed, EVERYBODY was there! The grounds people would stop that, 
the secretaries would stop that and everybody came together and 
discussed EVERYTHING! And so it was an attempt at a town-meeting 
college. And that had the reputation, seemingly, as a place where 
anything goes. Students were involved also. So students were there, 
involved with the faculty and staff and with the President, discussing. And 
so somehow this got into the community's mind that we were really 
letting the students run the place (Interview). 

...To me experts are a dime a dozen. A teacher is a people person and 
understands the mix it takes to help another person become a learner, as 
distinct from simply learned...and that was probably the problem, you see. 
As the community saw it, teachers are supposed to stand up in front and 
tell people things! You're not supposed to be sitting down in a circle or on 
the floor on beanbags and talking with the students. And that, combined 
with all sorts of 60s stuff; the graffiti on the walls, the long hair and beads 
and the grass everybody was smoking...you know all that was kind of a 
problem. And some of it should have been a problem...you know I admit. 
But I think they threw out the baby with the bath water (Interview). 
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There were also some changing perspectives on the part of Administration. This 

was the new era of "management" and things were supposed to be a bit more 

orderly, 

.... it was the beginning of "education should be a business". It should be 
run like a business and we shouldn't be so fuzzy...or intellectual about 
where the money comes from and what we should do with it.... We paid a 
good amount of money to develop ideas that were people oriented and 
you didn't see the material growth in the structure (Interview). 

"Money was coming in and Administrators couldn't see where the output 
was. So there was this input/output syndrome that didn't work for the 
logical people who were looking at paper, trying to evaluate the facts...We 
did things through agreement and consensus. We'd write things down, 
but agreement and consensus is not necessarily a contract. Our word was 
our contract (Interview). 

And, once again, the newspapers played a part in forming and debating 

perceptions. 

Well they [the press] were quite critical of the "touchy-feely" 
elements...this idea of helping students to feel accepted as individuals, not 
like classroom lecture approach to education, but dealing with their own 
issues of self-worth, community building within the classrooms, etcetera, 
etcetera...It seemed a little "loosey-goosey" to some people (Interview). 

First Pick has been labeled a school for misfits, hippies and troublemakers. 
There are people on the faculty and staff who may legitimately carry 
these labels, but as in society as a whole, they are in a minority at First 
Pick (The Civilian '71). 

Coincidently, but perhaps not so strangely, it was once again Mollis who 

became the instigator of this "shifting" period, where the sincere and realized 

communal aspects of First Pick are undermined, not by those who are actively 

creating and fully enjoying the participatory experience, but by community 
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perceptions. 

Newspaper articles at this point of the college's development however 
indicated that the community was beginning to see First Pick as managed 
in a rather sloppy fashion. Also, the attempts at openness and 
involvement appeared to be simply weakness to some people more 
familiar with traditional hierarchical organizational patterns, particularly 
powerful community leaders (unpublished paper, p.37). 

Mollis began once again setting aim at the President, this time Peter 

Mullover, rather than Fagin Bowles. First Pick faculty, though, were never sure 

of any specifics that instigated the fall from favor, 

It was never clear. And I don't know what kind of pressure was on Peter. 
I think it was the Board; there was one board member... He was well 
known in the community. Mollis. Yes, and Mollis came down on the pretty 
conservative, traditional side. And I think he made up his mind to get rid 
of Peter Mullover. Did a lot of lobbying. I don't know much about it, but 
all of a sudden Peter was out, he resigned. And people loved him!" 
(Interview, Anglo male. Writing) 

Actually, there were some precedents signaling some of the future troubles for 

Mullover. And they began, ironically, with Mullover's attempts to keep the 

institution ethnically diverse, one of the mainstays of the college ideal. 

Determined to have a diverse faculty, Mullover would often hold open positions 

that he had earmarked as best for an ethnic minority candidate. Since minority 

applicants were not plentiful, the practice often left positions unfilled for quite an 

extended period of time. This was seen as problematic and awkward. In 1970, 

the local newspapers were once again reporting on the conditions at First Pick 

and finding them troubling. 

First Pick Recruiters Mave Jobs. No Apolicants" A recruiting committee 
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seeking minority faculty members for First Pick College has more jobs 
offers than qualified applicants for posts at the embryo college. 16 of the 
66 teachers hired so far are from minority groups. Of the 39 jobs still 
open, the Intercultural Committee for minority applicants has earmarked 
27 to be filled by minority teachers. The 6-member minority recruiting 
committee reported to the Board of Governors last night that it hopes to 
fill the 27 posts by April 30. Miss R. G. suggested that the governor might 
have to pay salary premiums to coax qualified minority teachers to the 
community college. The committee has canvassed California, Texas, 
Colorado, Washington D.C., Chicago and the University of Michigan in 
search of minority teachers. "I'm flabbergasted at the failure of our 
system to educate minorities", says the Board President Leticia Siquedes, 
"But the college experience proves how wrong some of us have been, 
demanding more minority teachers. They are not to be had...at this time 
(Perennial, 4/2/70). 

Pioneering Spirit Marks Recruiting of College Faculty 
...the Faculty now includes 22 minority group members, including 
Mexican-Americans, Negro, Indian, Chinese and Japanese. The scarcity of 
minority teachers and the resulting competitive market makes it no easy 
task to recruit. Solo said. We've gone directly to minority organizations 
and to communities and classrooms... (The Civilian, 5/14/70). 

Both community attention and the news media turn to Mullover. His policies, 

meant to ensure the diversity of the college, come under scrutiny and increasing 

fire. One such policy was the 'fudge factor'. 

First Pick Minority Pav Advantage Plan has Board's OK. 
The College's so called fudge factor which rewards members of minority 
groups with additional pay is a "realization of a market condition" First 
Pick Personnel Director said yesterday. He said the entire faculty point 
system, which determines salary was laboriously developed more than a 
year ago and was cleared by many people, including the Board of 
Governors. He said that "the market" for educators who are members of 
minority groups is good and many institutions are actively recruiting them, 
but institutions other than First Pick College worked behind closed doors 
to negotiate higher salaries for minorities. Instead of putting it behind 
closed doors, we put it on paper, said the Director. The fudge factor, 
which can give from $700-1400 in additional pay to minority members 
with special skills, has developed into a major controversy at First Pick 
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with some faculty members charging that it is "reverse discrimination". 
The Personnel Director acknowledged that the fudge factor practice might 
be contrary to the 1964 Civil Rights Act, but said the only way to find out 
is if someone files suit against the college. Director of Student Activities 
said the decision to take the extra money was up to each minority group 
member. He said that as a minority member, "I appreciate the policy 
being open and above board". The 5-man salary committee makes Its 
recommendation to the First Pick Personnel Decision Center...and finally to 
President Peter Mullover (Civilian 4/29/71). 

One particularly long editorial reveals multiple issues of the democratic ideal. 

Not only was the "fudge factor resented, (in a precognizant form of 'reverse 

racism') as more than just an economic factor issue, but race and historic 

privilege also began to enter in, as well as issues of "standards" and the old 

dichotomy of equity versus excellence, 

First Pick Tries to Maintain Ethnic Balance At All Costs 
The walls of First Pick College's open hallways are covered with posters 
promoting ethnic minority causes and events of all types...And if there is 
an absence of signs representing the other, more conservative end of the 
political spectrum, the white, Anglo-Saxon Protestant side, if you will, it is 
simply because no student has put one up, college officials explain...The 
college has spent money to fill the needs of ethnic minorities, but not the 
needs of the whole spectrum of students says a vocational teacher. I once 
heard an administrator get up at a staff meeting and declare that "this 
college is not for the damned white honkey'. Among many other things, 
the community has told us they want ethnic balance, both in student 
enrollment and in faculty and that's what we're trying to-do. "It is 
important to see blacks on the faculty," says a Black humanities teacher. 
So that students know that such a future for them is possible, but I think 
that in seeking to match the ethnic balance of the faculty, with the ethnic 
balance of the student body, some teaching standards have been 
compromised a lot". 

Last month it was revealed that certain teachers of ethnic minority 
backgrounds might be offered more money than an Anglo of similar 
qualifications just to get the ethnic minority aboard. It was called the 
"fudge factor' and it raised the hackles of many an Anglo Instructor. The 
fudge factor is justified in instances if not taken too far, says a Black 
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humanities teacher. "I thinic the problem was not everyone in the faculty 
understood it. 

"We are indeed in a competitive market for minority teachers" a 
Mexican-American teacher comments. We are doing no more than any 
other college does to get a particularly qualified man that it wants. More 
than 50 % of our minority teachers were offered higher pay elsewhere. 
Some of them refused to accept the extra money and it was not even 
offered to others." (The Perennial 5/20/71) 

One faculty member recalled that the entire situation created quite a lot of 

pressure for Mullover, 

And it had to do with that, keeping positions open...And he was under 
pressure from the newspaper and the community...he'd keep this position 
open, hoping to get someone who was non-Anglo, with a background and 
also qualified...at this point, as Peter tells the story, he was feeling under 
so much pressure... he just felt...that he needed to resolve the matter 
(Interview). 

Some of the other individuals interviewed also felt the newspapers were unfairly 

critical, "And, as I say, we were really diligent in trying to get as much ethnic 

diversit/ as possible...I'm supportive of the early on, though it was given a 

negative spin, the "fudge factor" in hiring." There were members of the 

community, however, and the press, who were anything but supportive of the 

concept, 

I won't give the name of the person, though I am tempted to because 
they are still on the staff at the newspaper. They were out to get 
us...Everything that happened at the college was a problem. The glass 
was always half-empty! And he [Mullover] kept some positions open 
probably longer than they should have been, in the interest of Ethnic 
diversity. But Ethnic diversity is very important! But in fact it ultimately 
led to, or contributed I should say, to Peter Mullover's forced resignation. 

On any scale, if one side weighs more, weight must be added to provide 
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balance; and it was balance that was being sought in the use of the "fudge 

factor". However, many Anglo faculty were resentful, and most likely 

misunderstood the nature of the stipend, some thinking, erroneously, that it was 

a constant supplement in salary, rather than a one-time deal. 

It was a one time stipend that was enough of a lure, say, if there 
was a gap between what you were currently earning and what the 
shift would be, "in addition to." It didn't get built into the base of 
what you would be getting. But then there were people who 
objected to that. At this point, now the people who think they are 
the most maligned are the white, Anglo males...they were the ones 
who objected... (Interview). 

There was some support for First Pick in one of the local newspapers. One 

source of support came from the League of Women Voters. One of the faculty 

interviewed remembers their presence at the college. 

And then the League of Women Voters got in it early on, in an 
investigation at First Pick...I can't remember her name, she was in there 
all the time. Her husband was on the City Council...They were very 
laudatory, as my recollection tells it (Interview). 

The newspaper article on the League's report, showed them very conciliatory, 

First Pick has received good ratings from the four-woman community 
affairs committee of the League of Women's Voters in a report compiled 
during six weeks observation of the school...We should say at the outset 
that the entire committee became affectionate (but critical) fans of First 
Pick College. Our Art teacher even became a fan of the graffiti to which 
she had initially objected...Support also was voiced for the college's open 
admission policy because it goes against the American concept of higher 
education for only the high-school achiever, who, the panel said, usually is 
Anglo and comes from an affluent family (Civilian). 

The article also reported on the feelings of students at the college, stating that 

they felt that the college needs to be "left alone" by the newspapers. They found 
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that overwhelmingly, the students at First Pick felt comfortable with the college 

and the style in which it was being managed, "So many students have said to us 

that First Pick is the first school which they have ever liked, it is useless to 

enumerate them...The report said that First Pick College is the only place that 

embodies all the philosophies of a community college" (Civilian). 

Actually, the only other conciliatory nod came from the newspapers 

themselves, acknowledging how Mullover had brought the college out of a 

chaotic state back to some sense of stability and purpose. 

This newspaper's faith in the college and Dr. Mullover has been steady, 
even during times when telephone calls came rather frequently charging 
that this, or that or the other thing was done. The college has gone far 
enough so that a pattern has begun to emerge, and it is a better pattern 
than some predicted even a year ago, much less in mid-June of 1969 
when Dr. Mullover came here to take what looked like a long gamble as 
head of the college... (The Perennial, 2/16/71). 

First Pick College has been praised and ridiculed. There was a time when 
many thought it would not open. With all its ups and downs, it has moved 
into a position where it is performing a needed community service. It 
appears likely to broaden that service in its subsequent years. The needed 
service is to draw into the educational process a large number of people, 
who, without First Pick College, have no place to go. Some of the efforts 
at involvement of such persons have been extreme. There was a time 
when public criticisms flowed freely...Through that period-approximately 
20 months- Dr. Mullover and his staff and faculty have had trying times. 
It would be false to claim that mistakes were not made, or to say none 
would be made in the future. But the college came into being, its troubles 
began subsiding into the past, as troubles decently should, and progress 
was evident (Perennial, 2/16/71). 

Traditional Challenged at Innovative College- Controversies have swirled 
around First Pick College ever since it opened its doors and even 
before...Amid the graffiti, the fudge factor, the bookstore, investments, 
recall elections et al... First Pick's triumphs have been few in view of the 
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constant controversy that has embroiled it in its embryo year. Perhaps the 
greatest victory has been the completion of one year's operation as a 
teaching institution...[A] Board member described the first year 
appropriately when he said he was amazed at the college's performance 
in light of the administration's constant battle against "brushfires" that 
have exploded throughout the year." 

Mullover, like Bowles before him, was the one faulted for what was seen as an 

amorphous institution, and during the conducted interviews, many remarked on 

how those perceptions could have been shaped, "[Mullover] was probably not a 

super competent manager in the sense of traditional management style. And I 

think a lot of things slipped, I don't know. But I'm a supporter of the Peter 

Mullover days..." (Interview). 

The community perception of Mullover was problematic. 

He [Mullover] was seen as probably a fuzzy-headed liberal who was just 
going to let everything fly out of the window. People wanted a little more 
tradition. It's hard to blame them, you know, because they didn't know 
what was going on. And they didn't have the kind of spirit, or the feel 
that the college had. So they'd just look at these kids wandering around, 
being excited, but it was probably just a little too much for the community 
at the time (Interview). 

Mullover was even faulted for personal lifestyle choices that ran against 

traditional perceptions, "You know he had his problems... He was a little flaky. I 

mean he was a great guy...But you know he lived in a trailer for a time when he 

was President and people didn't like that" (Interview). 

Some distressed faculty members recognize that the very openness of the 

college is what is being attacked, almost as though the lack of formal tradition is 

seen as a weakness, the colleges very openness actually draws the most 
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criticism, 

I get so uptight that this community seems to expect perfection from a 
neophyte (the college)," one teacher comments. Because we're an 
institution, we're entitled to have difficulties. Since we're so open, they're 
more readily visible, that's all. 

Everyone wants a definition of what we are, comments another "If 
definitions existed, the college would be something other than it hopes to 
be, it would no longer be open to new directions (The Perennial 5/20/71). 

Perhaps a look at "why" all the controversy might be in order. 
The main reason for its trouble is that the college is so open: in its board 
meetings, its campus, its records and its people. This has been the case 
for the past year, but of late, the board and the college President Peter 
Mullover have been going behind closed doors more often. The severe 
criticism of the college has shoved the governing body behind closed 
doors... (The Perennial). 

As a result of the public scrutiny and furor, Mullover does begin to modify his 

managerial style somewhat, and ironically, it is Mollis, who resists the withdrawal 

from the public probes, "Outspoken Board member M. Mollis is a strong advocate 

of an open door policy. But he has little support from fellow board members" 

(The Perennial, 1971). Despite faculty support, the college was thrown into 

confusion when a December 1971 announcement came that Mullover had been 

asked to resign as president, 

Me was wonderful. I remember we had a series of rallies to support him. 
[MJ] and so it was the Board? 
Well they were the only ones who could have made him leave. We didn't 
want him to...He didn't want to...(Interview). 

In interviewing Bowles, he recounted how similar his situation was to Mullover's, 

I saw him in California a couple years ago, and he had some of the same 
problems that I did! 
[MJ- Most of the people I've talked to, who knew Mullover, were very 
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supportive of him. They really appreciated him as a president because 
they felt he was very democratic and open-minded, accepted their voices 
as part of the decision-making process... 
FB- But then again, the Board didn't like that! (Interview). 

In one last newspaper article of 1971, quite a long column, almost an elegiac 

eulogy, an editorial speaks about the possibility of the community taking a first 

hand-look at First Pick College and reserving judgment in light of the progress it 

had made. 

Perhaps the First Pick administration could set aside a day for educators 
from First Pick County to visit the school and get a first-hand 
look...Because of its size and philosophy...First Pick affords a post-
secondary environment that has never been offered in [this city] before. 
In talking with instructors, there's an over-riding goal of using an 
individualized approach with students, dealing with each one as a 
separate entity. Listening to students and their problems in the classroom 
or off campus is another positive asset of First Pick...Concern for learning 
is further demonstrated in two innovative educational concepts the college 
is dedicated to-behavioral objectives and unitizing curriculum. Both 
concepts are revolutionary in that they challenge the traditional. This may 
be one reason why the college has not fared well with the other segments 
of education in the county and state...Behavioral objectives and unitizing 
curriculum are part of the innovative atmosphere at First Pick, a setting 
some feel is too innovative. As one high school principal put it, You 
should start with the traditional and break away with innovative ideas.' 
But around First Pick, the feeling is that once you get into the traditional, 
it's hard to break away, so First Pick has started on a very innovative tract 
and is refining its goals as it goes along, ironing out the problems. This 
rings true in the organizational structure and the fudge factor...There have 
also been conflicts between First Pick and the State Junior College Board 
and the Department of Vocational Education. First Pick's flexibility and 
innovative techniques are the main problems....At First Pick, the staff is 
trying to practice what it preaches by mixing the so-called academic and 
vocational. It has caused problems. 

The same article goes on to report the tenor of the community in its objections 

to the innovative structures and relationships developed at First Pick. 
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What is unfortunate is the seeming degree of venom that is directed towards, 

not individuals necessarily, but the philosophy that attempts to create something 

new and different, with the hopes of a different outcome. 

Criticism of the college and its administration has at times been vicious. It 
has come from within and outside the college. Anonymous phone calls 
are a way of life of the critics in the college. They've been made to Board 
members, state legislators, media and others. Oddly enough, those who 
criticize the administration from within would not be tolerated at other 
institutions, but because of First Pick's democracy system, only colleagues 
can ask for dismissal. The administration, so far, has refused to step in 
and remove those who obviously cannot work within First Pick's 
philosophy. 

The newspaper article acknowledges that the amount of criticism aimed at the 

college seems disproportionate and severe in relation to the mishaps that may 

have occurred at the college. Any novice institution is subject to false starts, 

especially in trying to gain a balance between conception and implementation. 

First Pick had conceptions that required its constituents to not only lend their 

energy and conviction, but also to commit to multiple new construct that 

counteracted many templates in place by professional training, and most 

certainly by predominant cultural norms. 

Through all the criticism, one point fails to come through. The college has 
completed its first year and already people are judging its success without 
giving the college and its innovative philosophy a chance to succeed. 
Granted, mistakes have been numerous, perhaps too numerous. But so 
far the problems have not been too serious. For some reason, critics are 
not willing to let the college learn by its mistakes and complete a second 
year. The problems of opening a new college are monumental and this is 
especially true of First Pick where the turmoil began under a previous 
administration. 
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The article also points out that much of the turbulence occurring could not be 

placed at Mullover's door. It was residual from the administration of Oliver 

Bowles, and was, at its genesis, problematic within the realm of the Board of 

Governors, 

Mullover's administration inherited many problems and is being unjustly 
blamed for them...All First Pick wants is a chance to prove itself (Citizen). 

But First Pick, in its innovative and open form, was not to get that chance. The 

pattern of innovation and then erasure of a presidential figure at the hands of 

public outcry and Board coercion is repeated at First Pick College. 

In this phase of First Pick experience the major deviation from a holistic 

experience occurs when Mollis, as governance and leadership, acts in a manner 

totally divorced from the First Pick College community, as initially President 

Bowles, then President Mullover, the faculty, staff and students perceived that 

community to be. The college constituents perceived themselves to be involved 

in a communal entity, where decision-making was consensual and managerial 

styles were participatory. Mollis was not a part of this. In fact, he seemed to 

take an actively hostile attitude with the open intent to not only thwart, but to 

actually eradicate most if not all of the innovation and openness that First Pick 

constituency found central to their newly formed identity. Some possible 

reasons for this disengagement are pertinent in the examination of relationships 

in this period, and how they differ from traditionally conceived relationships that 

occur when community colleges are initially established. 
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"The two-year college is the college of the community. It is the institution of 

higher education to which citizens' point with pride as their institution" (Bloom, 

et al, p.l). This was, in fact, just the opposite in the case of First Pick College. 

Mollis tries to mold the college to the satisfaction of a more conservative and 

traditional model that some city leaders want, one that is not aligned with the 

faculty of the College, as well as larger national social movements of the times. 

This isn't what you might call what the "fathers of the city" wanted...it was 
a little different from what people who organized First Pick College 
wanted...But the fathers of the city, the Mountain Oyster Club People, the 
Jim Bark, the Swabs [large car dealership businesses in town], the people 
from the territorial communities, they wanted to have a trade school...So 
coming out West, the concept was not to recreate, in the 60s, a concept 
that was promoted and promulgated in the late 50s, but to go ahead and 
to look into the 21^^ century (Interview). 

Mollis stood in opposition to college constituencies who were attempting to forge 

a new, openly democratic and accessible educational institution, and were being 

fairly successful in their first pass at this endeavor. Mollis recreates both the 

hierarchy and the divide between strata in his actions as a President of the Board 

of Governors. Perhaps one reason the college was not wholly in tune with the 

community is the disjuncture between those hired and those who lived in the 

community. While traditional wisdom states. 

Local educators founded community colleges in good part because this 
brought them professional prestige and gave them access to college-level 
jobs. By establishing a community college, local principals or 
superintendents could attract the acclaim of their peers and of the 
professional elite at the Universities. Moreover, a community college gave 
local educators a chance to become college administrators and teachers 
because the initial staff were usually first recruited from the sponsoring 
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high schools or districts." (Dougherty, p.27) 

This turns out, once again, not to be the case in terms of First Pick. True, 

Robert Grocer became the first Chairman of the Board; however, he had to 

resign in the tumult over the Bowles controversy. And true, the Intercultural 

Committee initially sought to hire personnel from the city and state, but 

eventually most hires occurred from out-of-state, "Recruiting is being done on a 

concentric circle basis, first in [the city], then throughout the [state] before 

looking elsewhere... (Civilian 5/14/70). 

So ultimately. First Pick was not representative of the community through 

its racial demographics or its psycho-social bent. Through its nation-wide 

searches the college sought to bring in individuals from all over the country; but 

they were also seeking a different caliber of thought in the personnel than might 

have been found locally. The initial staff was not from First Pick County. 

Bowles, Mullover, Solo, and many of the new personnel, all the individuals most 

influential as shaping forces of the college, locale-wise and ideologically were not 

from First Pick County or even the state. Bowles and Mullover were from larger 

urban areas in the east, and Solo was from Berkeley. Similarly, most of the 

faculty was community minded because they were of like minds, with a common 

conception of how progressive community is shaped and what it takes to 

function. Through the hiring process individuals already possessing a desire to 

participate in an innovative and alternative organization were selected, 
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...Each of us were committed to community...organizations...We were in 
the community as a force. We were on executive Boards, active in the 
community, plus we were teaching classes here at First Pick, And that 
went on in the Philosophy divisions and musicians too. Everybody else in 
the different areas were active. In other words, the philosopher was 
writing and actively espousing that philosophy in the community, and 
teaching it as well. That's what brought them here, that's what got them 
hired. They were activists, activists in their communities which they 
transported to teaching (Interview). 

Those who might have been more conventional either left or did not experience 

the college in the same way. The institution had been "primed" for diversity and 

democratic processes. Most of the faculty had been selected for what was inside 

their heads rather than what was presented on their resumes; recall what was 

said of the hiring process quoted in a previous section. 

The point not being, obviously, how you were academically qualified. That 
was all on your application. But equally important, how were you going to 
relate with colleagues? Were you coming in essentially to be upwardly 
mobile and just use it as a stepping-stone? Or would you relate to 
students? (Interview) 

As a pre-condition of their hire, faculty and administrators had to have already 

achieved some level of awareness and consciousness that was above cultural 

reproduction and/ or simple representation. This is exactly the case of the faculty 

at First Pick who went through the Faculty Development or Summer Institutes. 

Already sensitized to, and advocates for, contemporary issues of change, they 

worked together at achieving consensus and developing agreed upon norms. 

Change can be accomplished in several ways, one being. 

Normative or re-educative approaches...are usually based on some theory 
of change as applied to individual behavior in small groups, organizations. 
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and communities... this family of change strategies concentrates on the 
pivotal role of values, on people...One example might be...sensitivity 
training...The source of influence, the nature of the leverage to change is 
in the psychological processes" of identification ... and of internalization of 
the "ideal" mode of behaving, supported of course, by group norms 
operating in face to face contexts. (Chin, 1965) 

Many First Pick faculty had perspectives that transcended stereotypes of external 

identity, i.e. white racism if Anglo or ethnic minority bias towards Anglos. Or 

they had from experiential knowledge, the ability to overturn tunnel vision of 

predictable racist socialization. They seem to be able to see beyond lock-step 

interpretations, the desire to look beyond externalities, to what each individual 

will contribute to a common idiom of respect. The following two interview 

excerpts represent two different means of acquiring a different understanding of 

diversity. The first is through a mediated experiential learner as an adult, the 

second is from a family tradition that an individual grows up with; both speakers 

are Anglo men. 

Interview One: Mediated Experiential Means 

...for that matter, when I was in this Educational Research and 
Development Program, I met a chap at a workshop. The workshop was in 
Western Maine, on "T-groups"... do you know the term "T-groups", as in 
training groups? Sensitivity groups? 

MJ- Oh, Transactional analysis? 

Well, it was very turned-around from the traditional teaching style, 
traditional learning, into a whole new world of interpersonal relations... All 
sorts of human relations, inter- cultural relationships, all sorts of things... 
In the T-group...you were open with feelings, and you were learning 
about each other. Well... it was exciting and a whole new world for me! 
Because my background was kind of Republican, capitalist, Presbyterian, 



261 

you know, conservative. My mother would say, 'Now use your head, not 
your heart,' See? ...And very ethnically biased... well my mother would 
say; 'Now those Black children at school are probably nice children, but 
they're not our kind of people'. My grandfather was the worst anti-Semite 
I've ever seen in my life. And so I came from that tradition of conservative 
background that was so extant prior to the 60s. So the 60s was an 
enormous change for me! 

MJ- If you don't mind my asking, because if that's what someone grows 
up with... it's very hard to shed that skin! 

Damn right! You're talking about deep, deep, deep-seated values. 

MJ- How did you do that? 

It takes a generation at a time...For me, it's not confrontation, or fighting 
and forcing, and it's not violence, and it's not even revolution. It's a 
gentle understanding of where other people are coming from... try to be 
supportive instead of putting them down, instead of violence. So that's 
my whole tradition. 

MJ- Was it these "T-groups" that got you to look from the outside in? 

Well said. Probably so. Because this republican, conservative little boy... 
when I got away from that, it was a whole new different world! I mean 
there were nights when I didn't sleep... because it was such turmoil for 
me. Such an enormous change! And it made such sense! So much of it 
just made sense, intellectual and emotional sense for me. So that was a 
big turn around in my life. And from there, when I was in this program 
that was sponsored by... it's called the Educational Development Center, 
one of the regional laboratory programs, there was just a change. The 
second year that I was in one of these groups, it was called the Program 
for Educational Training Consultants; it was the implications of 
interpersonal skills in the world of changing schools...There was this 
chap...he and I got to be very good friends and he said, 'Look, we're 
putting together a new community college...He had just gotten a 
doctorate at Auburn, and said 'Why don't you come out? We'd like to have 
you there.' So I did. I went out for an interview, and I left Maine and the 
traditions and the schools and came out here. 
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Interview Two- A Family Tradition 

MJ- So, just in terms of perhaps your insight or your experiences, when 
you were interacting with...aspects of diversity here, what made it work? 
What made you colleagues with Mr. L_, with your different backgrounds? 

Just a long-standing, I have to give my parents credit for this I'm sure, a 
long-standing commitment to inclusivity. Social inclusion, social liberalism. 
I am quasi-adamant about that. Because wanting, wanting people to be 
included, regardless of their situation, but also realizing, given the history 
of our society, that you do need to make the extra effort to make sure 
that your working staff and faculty really is representative of diversity and 
the society, not only for the sake of the staff, but for the sake of potential 
students. They need those visual role models... Having said that, I'm also 
aware of the fact that... one of the outstanding faculty members at First 
Pick, from my point of view is Mark Rogers, he teaches American History. 
Now, Luz Enrique, a Hispanic who is beautifully, BEAUTIFULLY radical 
about cultural diversity!...she was a valiant warrior for the cause...Hired 
this Anglo! (laughs). I mean that was her department! Whoa! He must 
have impressed Enrique! And he did, he had taught in a setting involving 
heavy minority populations and so forth, and just, was just sort of 
nonchalantly inclusive, you know? Had that respect... 
... So I'm a believer in Affirmative Action...So I also know...no, I don't 
even need to say this off the record, because I can say that Clarence 
Thomas is case in point, that ethnicity is not necessarily representative of 
social attitudes. 
MJ- That's true! And that's what I mean... we look at people and we've 
been counting their exteriors but... 

That's dangerous!...Now, I want to be clear, since I am on record and 
you're going to publish this in the World Gazette, that African-Americans 
have as much right to be radically conservative as anybody else. In spite 
of the fact that it's counter productive! (We both laugh) But, but, 
nevertheless, I remember, in fact, I had just come from visiting [a Black 
colleague] in his apartment when he was still a student. And there were 
some Black teen-agers out where the cars were. And they started calling 
me 'honky' and so on and so forth. You know, within myself, I said, 'Gee 
whiz, you know, you don't know me!' But, of course, they were on the 
reverse end of that same problem, right?... So, I guess to try and say one 
more sentence in response to what I think is your question. I learned a 
long time ago...I just want to speak to the fact that gifts and abilities are 
not correlated to gender and race. 
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Egalitarian perspectives were being threatened by the emerging 

controversy over the "fudge-factor". That debate stirred up deep-seated 

antagonisms about race and equality and the language of reparation and 

remedial action that perhaps not every faculty member had fully explored or 

exorcised. A second strategy for change identified by Chin is, 

Power Approaches... used to alter conditions within which other people act 
by limiting alternatives or by directly influencing and controlling actions. 
Compliance and submission are obviously involved in this process for 
change. The role of key persons or gatekeepers or the power elite is 
crucial in such command structure-like operations. 

Supporters of normative re-educative strategies believe that power 
approaches are all too frequently counter productive to harmonious 
working relationships. (1967:34) 

It is obvious that Mullover and the faculty were working under a normative, re-

educative process to implement change, and that Mollis uses a "power 

approach", to in fact stifle change. The BOG, and most specifically Mollis, served 

as a fulcrum, balancing between the external elite of the community and the 

diverse and eclectic but vital college, 'It is clear that boards represent the critical 

intermediary between internal and external constituencies...the critical agent 

between external Influences and internal constituencies." (Richardson, 1984;.52) 

Yet Mollis places the already tenuous (or at least ambiguous) relationship 

between the college and the community under additional duress. Between these 

two seemingly contradictory entities Mollis did not seek any type of mediation or 

attempt to gain any degree of consensus. Instead he used the tactics of 

domination and constraint thorough control and coercion, typical of power 
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systems of governance. Mollis and the external community did not get any 

consensus from the college participants as to whether they were happy with the 

current, "loose" modes of operation, or as to whether they wanted to reject 

Mullover. In fact each individual I interviewed said emphatically that they did 

NOT want Mullover to leave. So it seems to have been a top-down, unilateral 

decision on the part of Mollis. The Board did not dialogue, it simply mandated. 

Since decision-making is an integral part of governance, the one-sided manner 

indicates a reliance on authority and power models. It seems that Mollis may 

have even circumvented the Community Council, meant to act as a liaison 

between the President's office and the Community. Could things have been done 

differently? Could they have held a town hall meeting and listened to the 

students and faculty about their perceptions of the value that First Pick was 

providing in its form as function? 

The external community never, it seems, inquire into the benefits of the 

experience of First Pick, they did not question any of the recipients of the 

experience for their opinions of the value of that experience. Yet that external 

community felt entitled to declare the college as inappropriate for the lives and 

learning of others. It is very patronizing. Would events have been different if 

the BOG members had participated in the Institute and learned, along with and 

from, all the other faculty? Would they either have become inculcated with the 

"mission" or would they have simply closed down the college a lot faster? 
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Having been exposed to the radical ideas earlier and been forewarned so to 

speak, would they have tried to eliminate the innovation in the planning rather 

than the implementation stage, as happened? 

Secondly, it must be asked, what were the community goals for the 

college? It is held that. 

Whether community college education will successfully meet its 
comprehensive goals obviously depends on many factors. A vital one is the 
faculty and how well they support the mission...Leaders of the community 
college movement have maintained that realization of goals in contingent 
upon the faculty- or to paraphrase a famous higher education quote 'the 
faculty is the institution' (Bloom, p.). 

First Pick faculty obviously supported the mission of the college; in fact it was 

they who crafted it. And this mission was in-line with the overall "community 

college philosophy" of open access and diversity. 

For First Pick there is the additional aspect of providing an example to the 

State Board of Directors for Junior Colleges. In this particular State, in 1968, just 

as First Pick was evolving, there had been a suggestion that there be a 

"moratorium on Junior Colleges". The report suggested that, "...it seems wise to 

allow time to observe the effects that the three new college districts will have on 

the educational needs in [the state]." First Pick was one of these three recent 

new college districts. So not only was First Pick crucial to its own county, but it 

was providing substantiation for future community colleges as well. Hollis 

jeopardizes this critical aspect of the college with the controversy and unstable 

leadership that First Pick had evidenced in its formative years with both Bowles 
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and Mullover. Perhaps Mollis is responding to personal community criticism. 

There was an attempt to recall Mollis as a Board member for "not focusing 

enough on vocational and trade education." That recall effort was initiated by a 

prominent community member, a woman who owned a successful retail store in 

town. What is occurring is a series of events wherein an innovative educational 

institution is being molded along structural functionalist lines. Shimahara points 

out that, 

radical education...even when tried at the local level for a time being, are 
eventually aborted by the power structure; or perhaps the spearhead of 
the radical proposals is effectively truncated or gradually "contained by it 
(Shimahara, 1972:7). 

Starting with the elimination of Bowles, continuing with the mandates for 

reorganization handed out by the NCA, and further endorsed by the forced 

resignation of Mullover, there is a move to change the free-form creativity of 

First Pick into a form that legitimates the traditional constructs of education and 

the dominant society. 

In other words, the function of legitimation is to make plausible the 
institutionalized behavioral patterns and role structure of society. 
Legitimation explains and justifies...the educational emphasis is 
unambiguously on the maintenance of the status quo rather than on social 
innovation and personal growth (Shimahara, 1972:13). 

In this instance, behavior is more important than skin color, gender or class as 

an exemplar of diversity. All the goals ostensibly sought by First Pick such as 

democratic processes, ethnic representation, participatory management, and 

methods for alternative learning, were not really as valued as job training and. 
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most importantly, social reproduction. In this case however, that reproduction 

was not drawn along lines of class or racial profiles, but rather of styles of social 

interaction and culturally normative behavior. 

First Pick attempted to truly inject diversity in multiple forms into the 

community, and it was in a form conversant with Indigenous values and 

cosmology; consensus, full and equal contribution, lack of triangular hierarchy, 

circular modes of governance for maximum inclusion and participation. This 

form of diversity was rebuffed by the traditional community and vigorously 

suppressed by Mollis in his maneuverings to oust Mullover. The consequences of 

these actions are injurious, both to the college as an institution, as an 

organization seeking viable leadership, and in providing service to the 

community, but most particularly, to ail the personnel who had believed and 

acted on their "mission" so fervently, "I remember there was a real sense of 

mission. I think it got knocked around from time to time..." (Interview). This 

refers us back to the earlier recorded lament of the faculty member, who said, 

"It was never clear. ...I don't know much about it, but all of a sudden, Peter was 

out, he resigned. And people loved him!"(Interview). 

How is the state of the First Pick "ecosystem'? There have been quite a 

few extinctions, as well as some niches, the place and function of open 

processes and communal respect and reciprocity, damaged. As a perfect 

metaphor for the changes undergone, the "funky" design of the original First Pick 
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circle for maximum inclusion, with no real "top" position, and the welfare of all 

held necessary and secured. Without regard for the total impact upon those 

ideals, the college has now been fashioned into the straight line and box chart 

returned after the NCA visit. It seems balance was not sought, consensus 

ignored and respect did not fully, or even partially enter into the interchanges. 

The issues of balance and identity in the sphere of higher education are issues 

that will frequently resurrect themselves as the college struggles to define its 

mission and purpose. It will find that it is often caught between external 

pressures to conform to pre-existing notions of a junior college as largely a 

vocational/occupational education institution, and the desires of the constituency 

internal to the institutional, to shape and self determine how, academically, 

philosophically and structurally, it will carry out its educational role in the 

community. This is a theme that will reoccur as ideals of the college are tested 

by pressures from both external and internal constituents. Alterations will 

intensify and further reproductions of more traditionally entrenched ideas, 

interactions and relationships will continue as the Board hires the next President 

of First Pick Community College, with the declared intent to "clean the place up". 
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Introduction to Phase Two: 1972-1981 

The 1970s emerge with economic factors that, together with state and 

federal initiatives, slow down the quick pace of educational institutional 

expansion. The 1970s are marked by a recession (1974-76) for the first time 

since prior to WW II. This financial crisis was seen by many to have been 

heightened by a perceived glut of post-secondary degrees on the professional 

job market, causing a move toward occupational education. Also, there are 

several external interventions that come to bear on the structure and 

organizational management of community colleges. Clearly, on a national scale 

there is an agenda for federal responsibility and involvement in higher education, 

seen in the growth of governmental interventions in higher education. This is 

obvious in federal legislation such as Affirmative Action, the Education 

Amendments of 1972, which includes Title IX, prohibiting sexual discrimination 

on the basis of sex in institutions receiving federal funds, as well as the Age 

Discrimination Act of 1975, and the Education Amendment of 1976 with Title I 

and II relating to vocational education, community services and continuing 

education, all pertinent to community colleges. There is the newly formed 

Department of Education and additional education amendments that affect 

financial aid and institutional funding from federal sources. Others developments 

come in less governmental, but just as influential, a form. A spate of 

commissions emerge examining higher education, such as the Newman Report, 
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the Sloan Commission and the Carnegie Commission. The Carnegie Commission, 

...expressed a real but cautious egalitarianism and urged federal 
assistance to various minority group members to enable them to enter 
higher education. However, it also recognized the need for elite 
institutions (Mayhew, 1977:24). 

This commendation was to entrench the hierarchical structure and elitist identity 

striving of higher education with the introduction of the Carnegie Commission 

Classification system. 

Simultaneously, community colleges in accordance with mandates from a 

national level continue the push for growth. A 1973 article published by the 

Council for Financial Aid to Education describes Community Colleges on a 

national scope as a "phenomenon", 

"...that is the most frequently used and most appropriate description of 
the growth of the 2-year college in recent years..."The most salient 
characteristic in the two-year college field is growth" 

The Carnegie commission called for an increase in community colleges 

and there is increasing professionalization as Junior colleges adhere to the 

mounting recommendations and strictures of the American Association of Junior 

Colleges (AAJC). So First Pick is not alone in its tendency for growth or its 

identity struggles. But First Pick is undergoing its very own version of the 

contradictions between growth and cutbacks, federal support subsidies and yet 

the overriding stringency of State conditions. 

In the 1981 Self-Study the college discusses the multiple fiscal factors 

that befall it. 



271 

During the last five years there has been a drastic reduction in the Fund 
Balance Forward of the General Fund. In 1975 this fund contained 2.5 
million dollars. By 1979 it was reduced to one-tenth of that, $250,000 
and it 1980, it was $534,000, unaudited. 

The rates of funding by the State have not changed for eight years. 
During this time inflation has increased the cost-of-living index by 100%. 
These factors have caused a steady decrease in the proportion of the 
District operating revenues obtained from State aid from 42% in 1972-
1973 to a projected 27% in 1980-81 (p.137) 

Other key factors in the situation were 

State Aid formulas are not indexed to inflation; therefore, the proportion 
of General Operating Fund revenue from State aid has been declining; this 
situation appears likely to continue. 

The District Governing Board and the State Board of Directors for 
Community Colleges have established a general tuition for the first time.... 
All tuition revenue becomes part of the General Operating Fund. 

The charging of tuition has two effects on revenue. Increasing 
student costs have a negative impact on the number of students enrolling. 
Both State aid and student fee revenues are FTSE dependent, however. 
The increase in funds from tuition will be accompanied by a decrease in 
revenues from State aid and fees (p.139). 

First Pick Community College is literally juggling its identity, forged in a 

dance to the tunes of many external and internal pipers. At the end of 1971, the 

College had tried to establish itself as a contemporary democratic institution, 

with an innovative set of operational principles, an egalitarian philosophy, and an 

organizational structure that reflected a desire for non-traditional forms of 

governance, with an emphasis on "participatory management". All of these 

efforts were testimony to the implementation and praxis of multiple, differing 

and ongoing definitions of diversity. 

In the period of Phase Two, however. First Pick seems to shift to a more 
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conventional path and identity. The strength of bureaucratic form, economic 

pressures and traditional academic templates are too much to withstand, 

evidenced by the increasing size and intensity of administration, the increased 

controls in place for most aspects of institutional life and an extensive 

formalization of policies and formal systemization of procedures and personnel 

positions. 

The college struggles to create a new image, one that represents a much 

more traditional reflection. Ironically, in the search for credibility and a more 

"disciplined" concept of how to run the institution, the college is perceived to 

have lost its credibility from many external and internal entities. Major conflicts 

and controversy continue over the nature of growth at the college and the 

expansion of sites, vocational versus academic education and what, if any, is the 

First Pick philosophy on student matriculation. It seems that a major and 

punitive aspect of college machinations is a constant internal power wrangling 

between Presidents, Administration and the Board of Governors, and now faculty 

become caught up in the in-fighting as well. 

Phase Two can be characterized then, as a period defined by the college 

searching for some form of status and stability, and also as one of turmoil and 

reversals, with quickly shifting administrations and an ever-changing, ever-

increasing cadre of administrators. Within this Phase of examination, in the 

period from 1972-1981, the college went through three presidents and one 
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acting president. 

Phase Two 

In the history of this Phase, most institutional texts glide very quickly over 

First Pick Community College controversies. Since most early documents are 

quantitative, the qualitative aspects of events are not documented institutionally 

until the Self-Studv Report of 1981, and the NCA Response of that same year. 

Initially, it is simply with two sentences that the reader of college documents is 

brought up to speed, " 'Dr. Peter Mullover succeeded Dr. Bowles as president and 

served for three years. Dr. Marvin Tsohg became president July 1, 1972." It is 

not mentioned that Dr. Clark Solo acted as Interim president between Mullover 

and Tsohg, from June through November of 1972. Before the resignation of 

Mullover was in effect, one of the last regrets expressed by Solo was written up 

in a local newspaper where he bemoans what seems to be the pattern at First 

Pick, "Over a period of time, people will want to see my dismissal, but I hope the 

concepts underlying the college will not be lost" (Civilian). Unfortunately, this 

hope would be unrealized as Dr. Marvin Tsohg came into the college with a 

predetermined, very fixed agenda. Democratic processes, participatory 

management and inclusion are definitely not included on this agenda. 

Consequently there is an overall reduction in attention to issues of diversity in 

any form. 

One document perhaps best illustrates how swiftly transitions are taking 
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place at the head of the college. In three First Pick College Newsletter 

documents, in the brief period from March to November in 1972, there are three 

voices at the "helm" of First Pick Community College: Peter Mullover (March 

1972), Dr. Clark Solo, Acting President (June 1972) and Dr. Marvin Tsohg, 

President (November 1972). Mullover's message is one of summary and 

logistical reporting. His tone is different from previous statements he has made 

to the college community as exemplified by documents in Phase I, and in 

retrospect, perhaps he has already emotionally detached himself from an 

institution that he will shortly leave; his idealism has been eclipsed and the 

extent of what is found valuable now relies solely on economic factors. 

In the one and a half years since First Pick College opened its doors, a 
valuable contribution has been made to the economic and cultural life of 
[the city] and the surrounding area served by the college... hundreds of 
students who have gained new or improved skills, both vocationally and 
academically, now are out in the community, earning and spending more 
money...the college is also an attraction for new business and industry to 
come to the area...this year more than 500 full-time or part-time 
employees will be drawing salaries from First Pick College...the value of 
local business property, taxes and annual gross is increased due to the 
presence of the college...money is plowed into the economy by the 
purchase of goods and services...the economic impact of the college 
amounts to approximately $31 million annually. (First Pick College 
Newsletter Vol.4 Number 1, March 1972). 

Only within the last line of his message does Mullover speak to the ideals that, 

previously, he had claimed as the cornerstone of First Pick College, now spoken 

of as outside the realm of the college's new emphasis on measurement, more of 

an unobtainable abstract, "The intangible aspect of increased human reach, self-
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confidence, self-worth and broadened cultural appreciations are yet to be 

measured". Clark Solo, as Interim President, acted as an unintentional link in the 

incremental loss of openness, the slow evolving change that was to occur in the 

internal dynamics of the college, 

Clark Solo took over after Peter Mullover left. And Clark was less open and 
friendly. He seemed a little more reserved. So already there was a slight 
cooling of this "we are ail equal" idea. Not that people didn't like him; but 
he didn't have the same flair for making everyone feel equal and open 
that Peter Mullover did. So I would say that that started it. We didn't 
really have any clear line between administrators and faculty at the 
beginning. But that sense of "distance" began to appear within just a 
year or two (Interview). 

The next First Pick Newsletter, penned by Clark Solo as Acting President, relates 

two items of interest that reflect the current main concerns of the institution; 1) 

the new leader taking over the reins of the college to tone down its radical 

reputation; and 2) issues of credibility. First Pick is always concerned with its 

Accreditation status and in the 1972 newsletter they are proud to announce the 

latter designation is secured, stating that, "In addition to the selection of a new 

President, First Pick College the past few months received the Recognized 

Candidate Status". 

But the first topic, emphasizing the upcoming, incoming president, Marvin 

Tsohg, really dominates the core of college concerns and Tsohg's presidency will 

overshadow and dominate most of the next seven years at First Pick. In what is 

basically Tsohg's curriculum vita, this 1972 Newsletter tells how the 52-year old 

Tsohg spent 22-years in almost "every kind of teaching and administrative role in 
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the neighboring [Capital] County community college system". Capital County is 

approximately 100 miles away from First Pick County and it houses the state 

capital. It is a very different county compared to First Pick, more economically 

aggressive, more Republican, more urban. There is often antagonism between 

First Pick County and Capital County, in what is seen as a great difference in 

values, voting on statewide issues are often diametrically opposed. One 

individual interviewed, perhaps more than a little over-dramatizing, called that 

county and city, "The source of all evil as far as I'm concerned." And so this is 

where Tsohg is from. In a newspaper article Tsohg said one of the reasons that 

he accepted the Presidency at First Pick was, "...the challenge it presented. 

'People offered me condolences for going to that crazy place with those crazy 

faculty, he said. I saw the potential of the college and that there were sufficient 

resources to build it." (Civilian, Oct 12, 1976) 

Clark Solo, in the First Pick Newsletter relates that Tsohg is, "...impressed 

with First Pick's development as a college for all people and will strive to further 

this development." 

Marvin Tsohg as the new president now writes the third First Pick 

Newsletter of 1972. One small change in the format of the document is that the 

entire Board membership is no longer listed anymore. This seems significant as 

Tsohg was hired to be a strong-handed leader, who foregoes inclusion for a 

singular, authoritarian rule. What he will emphasize in the entire text, and in his 
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administration, is obvious from the very first sentence, "...an expansion of 

services and enrollment...as the order of things at First Pick". 

Tsohg made changes that presented more traditional structures and levels 

of operation. Some individuals interviewed perceived the structural changes that 

were happening to the innovation of Mullover's First Pick as a clash between 

idealism and the pragmatic. 

Some of my colleagues, they like to say 'Oh we were just ahead of our 
time, which may be a little self-serving in a way. But I think there was a 
collision between the idealism and just the reality of how you put things 
together (Interview). 

Tsohg's first messages to First Pick faculty and personnel seem to reassure his 

basic respect for the current configuration of the college, 

It was with some relief that the faculty heard a statement read by a 
member of the Board from the new president...that he was pleased with 
the college, that he would not make any substantive changes, and that his 
philosophy was consistent with ours (unpublished paper, 1972). 

But this would prove not to be the case, and many, in fact, felt that Tsohg had 

been purposefully deceptive, "Yeah, they might have been fooled by Tsohg too; I 

don't know...I read in the paper where initially he said he wasn't going to make 

any major changes, but boy he sure did!" (Interview). 

Symbolical of the enormous change that would occur in the internal 

dynamics of the organization, with the literal actions becoming difficult to 

differentiate from the figurative, one of the first things Tsohg did was begin 

building walls. He literally began to change the internal formation of the 
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buildings, altering the open floor plans that had provided such a nexus for 

interdisciplinary and interpersonal interaction, "He began by adding wails inside 

the college's open buildings, in order to separate classrooms and offices. He 

remodeled facilities to make them suit curriculum" (Civilian). 

Also, he supposedly didn't take long to "...reverse the campus' image. He 

immediately ended the open, liberal atmosphere and the so-called "pure 

democracy" in which everyone had an equal voice" (Civilian, 5/16/78). This is 

verified as I interview individuals about their "lived experiences" of First Pick 

Community College, in this period, Phase Two. 

Lived Experience & Relationships (Enacted Diversitv) 

As I read the transcripts of my interviews, I noticed how discussion was 

almost immediately drawn to the head of the Institution, the President. One of 

the most interesting factors to emerge from the interviews is the emphasis, 

without soliciting it, of immediately referencing the questions of respect and 

workplace autonomy back to structures of leadership and governance. 

Individuals I interviewed defined their experiences, not in terms of the man or 

woman in the office next door to them, or even their departmental dynamics, 

though an antagonistic relationship may or may not have occurred there. Mostly 

the individuals interviewed spoke in terms of their feelings and relationship with 

leadership, apparently because they believe it is leadership and structures of 
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governance that have the ability to impose constraints and modify the conditions 

under which individuals work. 

The series of events that occur as Tsohg comes on board become so 

intricately linked with the relationships of First Pick personnel to governance, 

management and leadership, and hence to the overall "eco-system" of the 

institution, that organization and environment become synonymous, 

unfortunately in a very negative manner. In the Interviews it is clear that the 

memories are vivid and those earlier feelings easily resurrected more than thirty 

years later, in recalling what was happening at the college, 

...the new President...this person had been brought in to clean up what 
the community had come to consider a mess...And so there were a 
number of people here who had been hired under the old regime, and 
there was substantial friction, unhappiness, with the direction that this 
new person was taking the school...And this fellow, to my mind, was 
chosen to some large extent, because he promised 'No more of that'. And 
so clearly then, his mandate he thought was to come in and show us 
who's the boss, straighten it out, set up a hierarchical system in the 
school... And of course ...all this turmoil was just totally, totally foreign... 
this was pervasive, the whole college! And the community was involved 
too. And so some of the press at the time that we took, it was just 
terrible... So even though the city and the Board wanted them to follow 
the straight and narrow...The faculty and the staff were unhappy. 
Because the democratization they were used to, they were losing power, 
authority. And this fellow was coming in and saying " uh-uh. No more. 
I'm going to make these decisions. Right? I'll set up a committee and 
MAYBE you're words will be advisory, but no more will you get an equal 
vote. And so this was a real struggle for power... And again, my guess is 
that if you interviewed him, he would say 1 did exactly what I was 
brought in to do.' And probably the community would have said, Yep, 
thafs exactly what we wanted...But oh, he was unpopular!...He was NOT 
a Dale Carnegie graduate (Interview). 
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Tsohg was not a people person. He sensed his mission, and maybe it was 
from the Board and Mollis and such, to "straighten this place out". Get rid 
of those hippies, those flakes. And "normalize" it, you see, make it more 
like a traditional community college. I thought he was extraordinarily 
harsh. Some fantastic people left, either were fired or left. The whole 
atmosphere changed from one of openness and talking, and 
multiculturalism, the whole thing to one of control and hierarchies. 'I'm in 
charge here, and you're going to do what I say'. It went from, in his own 
words...it went from participatory democracy to "representative" 
democracy. 'Id like to hear what you say, but I'm going to do whatever I 
damn please after that.' And he did. The level of involvement went from 
really a spectacular one hundred per cent thing to zero (Interview). 

During interviews I asked for elaboration on what kind of changes Tsohg made. 

Fired a bunch of people. Brought in some people who were very strange 
and...who became his kind of hatchet men, who did a lot of direct yelling 
at people, 'Get your f-—g ass into gear!' and that had never happened 
before. And really, it was really rough...morale went down to zero! In the 
dumps. And a lot of good people left, and it was just all of a sudden...it 
moved to a numbing kind of a place instead of an exciting place. It was 
just such...and the anger that I had over that! I was angry and I'm still 
angry! Because he had zero understanding of what it was like. And in my 
view, he just wiped it out (Interview). 

Tsohg immediately began implementing his own version of the way things were 

to be handled. 

In fact, I remember the first, the very first day he came to the college. 
He was being introduced as the new President. It was at a Faculty 
Council meeting. The Interim, who was serving as the Chief 
Administrator...was conducting the meeting. He was going to introduce 
Tsohg... but then he was giving some announcements. He started to 
say. The First Pick College Education Association is going to...' Dr. Tsohg, 
sitting on the stage, this was an improvised area out at the cafeteria on 
the Best campus, said, 'That's not appropriate'...Sheeshh! (He throws up 
his hands) All of our worse fears! I mean just obviously it was 
embarrassing!...Tsohg's point was. That's an external group'. The First 
Pick College Education Association. It's not a part of the college structure. 
Which it isn't, either you join it or you don't join it! It's affiliated... So he 
didn't think it was appropriate to make announcements about an external 
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group while they were introducing new leadership, while they were talking 
about internal things...You know, technically, maybe he was right, but 
boy, that was really poor judgment! (Interview). 

Tsohg was definitely the epitome of the authoritarian figure, 

Marvin Tsohg was brought in out of [the Capital] area and his motto was 
'my way is the right way or you can find the highway.'That kind of 
approach... there was a lack in some of his basic social skills...(Interview). 

...in the previous administration vacation records were kept In each 
department to a great extent. [They] said, 'you guys just tell me that 
you're taking vacation, or that you're entitled to three more days this year 
or whatever, I trust you'...When Tsohg came and found out that the 
Personnel department didn't have vacation records, he says. Then no 
body has vacation. You're not entitled to anything that you think you may 
have accrued until now, because there's no record.' No one had a 
vacation for a year (Interview). 

Tsohg also seemed to have no implicit belief in his personnel and their vision and 

motivation, 

...Rumor was Tsohg got tremendous recommendations out of the Capital 
system before he came here because everyone wanted him to leave 
there... But his theory, according to his Lieutenant, was 'You go around 
and you shake everybody's cage every couple weeks. Keep them rattled. 
And maybe you can control them and get them to do what you want them 
to. Otherwise they're not going to work' (Interview). 

I asked respondents to elaborate on Tsohg's impact, 

MJ- So Tsohg came in and what was the difference? 
(Interviewee takes a big breath) '...It's hard to encapsulate it. 

MJ- Well, if you could give me some values, adjectives for that Tsohg 
period, what would they be? 
Moving away from one side all the way to the other...like autocracy maybe 
is a bit too strong, but it is in that direction, hierarchies, expertise, I would 
put that on the list...(Interview). 

"Well, there was certainly a change in the atmosphere. I remember...I 
always want to show respect for him as a president...you know I 
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mentioned he's been on other teams, going to other colleges for other 
accreditation reviews and so on. But I do remember going to a meeting 
of, I guess they were Department Chairs... And I remember his saying to 
the group how important it is to have feedback. He was saying something 
to the effect that 'I don't seem to be getting much feedback'. So this one 
Department Chair spoke up and said 'Do you really want it? ...But I 
remember hearing other stories of people being afraid to speak up...So 
there was a tone difference. And I remember this phrase, that "those 
govern best who govern with the consent of the governed" And I did not 
think that was happening (Interview). 

The events of this Phase are not only extraordinary for the degree of 

authoritative control found in Tsohg's style, but also the enormous degree of 

change it marks from the open and participatory managerial style that had 

preceded him, with Mullover. It is in this context of stark contrasts and the 

feeling of adversarial relationships pervading the college that are at times the 

most difficult. 

Although there were content changes- the administrative structure was 
changing to a more hierarchical, more pyramidal form- the process by 
which the changes took place seemed to cause the greatest shock. 
People felt that they were no longer consulted. Their opinions were only 
occasionally requested and their recommendations were seen strictly as 
recommendations and often ignored (Interview). 

It was not only the professional paradigms and personas that were being injured, 

but the level of personal disrespect generated by Tsohg's style was also high. 

He would make statements that none of us will ever forget... I ike 'I can 
teach anything- And a good teacher should be able to teach anything.' 
Statements which we found, not flattering, but in fact demeaning and just 
a total put off...People have disciplines that they specialized in...We spend 
a good part of our life with! And he was a chemist, but he would say, 
'Give me five minutes and I can teach anything.' (Interview). 

Well, here's another example! I was interested in...the establishment of a 
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major program change on the campus. Spent a full year as a Chairperson 
of a Committee supported, I thought, by the Dean...and we came up with 
an extensive report and proposal, saying This is the direction we ought to 
go in establishing a new department.' And Tsohg never even read it. I 
hung around all one summer waiting for him to say, 'Hey, let's talk about 
this.' It just never happened. 
MJ- So how did that make you feel? 
(He just mouths the word) 'Shit' (Interview). 

Tsohg's actions were often seen as decidedly inauthentic and inconsistent. 

Therefore any attempts at personnel recognition are not well met in that there 

was no recognition in the process, so token recognition is seen derisively, 

There was some sort of an awards ceremony one time, a bunch of us got 
awards, which I almost laughed at, because I could buy my own at the 
trophy shop for three dollars and ninety-five cents. And he was 
introducing me; he got my name wrong first of all. And didn't know quite 
what to say, and what he wound up saying was, 'John writes a lot'. So I 
wound up feeling really not very respected...Not very respected at all, just 
awful (Interview). 

Before, as part of the experiment, in terms of the Counselors, the 
experiment included feeling free to hire people even though technically 
their resume did not say "Counseling and Guidance" Obviously mine 
didn't. I was in seminary for a period and so and so forth...One, they 
wanted Counselors who were also academically qualified to teach in a 
certain discipline, as I was in the Humanities. 

One of the things that happened under Muilover was that several of 
his Counselors were doing half-time counseling and half-time teaching. 
And the theory was, that that made us more acceptable to our faculty 
colleagues, a certain amount of credibility, and also we... were more likely 
to have a student point of view, from what was happening in the 
classroom, because we were in the classroom. 

But Tsohg...he put an end to the half and half. We could still teach 
one subject, so it wasn't all or nothing at all. But I remember being 
asked, as all of his counselors were, to write a letter, indicating which we 
would prefer doing. And I thought about it. I'd already been doing this 
counseling for two or three years. And so I thought I'd like to try being a 
full-time teacher. So I took it in... and then I came in for an appointment, 
and he said 'well, you gave the wrong answer'. And he was smiling and 
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so on, but said, 'we really want you to continue as a Counselor'. And I 
was...I must admit I was miffed! I thought why do you ask me for 
something when it's not going to make a difference? And I had to struggle 
with it... (Interview). 

The responses to Tsohg's style were far-reaching, 

...absenteeism began to increase, and the hiring policy became more 
centralized and under control of the President and his administrative 
assistant...faculty morale seemed lower... (Unpublished paper 1972) 

The responses took many forms, ranging from paranoia to apathy; some were 

more active while others were more passive. One individual I interviewed spoke 

about the increase in NEA affiliation, stating the cause for the increase was fear 

for their jobs during President Tsohg's tenure. 

For example, we had a major upsurge in the affiliation with the NEA, 
(National Education Association) because we were afraid. Afraid that his 
heavy-handedness would result in summary firings and terminations. So 
we were frightened! Perturbed and frightened, I guess. Now, that was 
unwarranted as it turned out...But I think it took years before we reeaaally 
kind of realized that, 'Gee, it's been how many years and he hasn't gotten 
rid of us yet.' And so I think that helped a bit...even though we were 
frustrated... And so we accommodated as I said, but my perception is that 
we were never on real good terms with Tsohg...and the frictions 
conti n ued.. .(Interview). 

The increase in professional affiliations, in the "meet and confer" process, a 

process that parallels the State version of a union for state employees, speaks in 

some ways as an indication against community in that it assumes opposing 

factions. 

Collective bargaining is more compatible with political and bureaucratic 
rather than collegia! concepts of governance. Unions are a logical 
outgrowth of the interest-group dynamics that have always occurred in 
higher education... (Kemerer & Baldridge, 1975:4). 
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Unions or any facsimile thereof, assumes a political model of governance, 

where, "a perpetual state of conflict exists between constituencies" (Schuetz, 

1999:14). 

Whatever their responses though, individuals seem to become detached 

from their once stimulating and engaging environment on an individual level, and 

on a collective level felt demoralized and disenfranchised as a constituency. 

You know back in the seventies...everybody was working together...And 
then we got this stagnation in there. And this stagnation came simply 
because it became "we are now controlling." You know, when you as an 
employee don't feel that you're being rightly taken care of, then you don't 
bend over backwards to try to build an institution. You say- 'I'll come and 
I'll spend my time and then I'll leave (Interview). 
Just to show you the point, a couple of years after Tsohg was there, a 
year after or so, if there was a critical article in the local newspaper, I'd 
say 'Go! Get him, get him! chew him up!' You know? Because it was no 
longer my college (Interview). 

I don't think that I felt, at least, the paranoia as much as many of my 
colleagues. There were many of our colleagues that really thought that 
this guy was going to fire everybody. And that if you crossed him, he was 
going to get you... And so he acted like he had a big stick. And he acted 
like he would use it. But, in the ultimate sense, he didn't get around to it. 
He was somewhat heavy-handed in terms of his attempts to limit our 
choices...In retrospect, I think he accomplished what he was hired for, 
which was to calm things down, but he created some ill-will (Interview). 

The overwhelming effect of Tsohg's controlling authoritarian style was to 

eradicate any sense of ownership, participatory claim or say in the college, and 

the resulting commitment that goes with it; vital connections and 

interdependences, both of physical presence on campus and psychological 

bonds were being purged through all of Tsohg's mandates, to the detriment of 
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community at the college, 

One of the things [Tsohg] did was put out directives to faculty members 
to post Office hours...That they have to post at least seventeen hours per 
week and they have to be at their classes and at their office at those 
times without exception. The result was people said 'Is that all I have to 
be around?' I thought I had I a twenty-four a day obligation to these 
students! If that's all I have to do, I can work on a doctorate at the 
University and do that in my spare time! And so that's what a lot of people 
supposedly did...The rules lessened the commitment (Interview). 

"People were saying, It just doesn't matter anymore what I say, because 
no one pays any attention.' So you went home, instead of working at 
things, and doing extra stuff for the students, and you became, I think, or 
at least I did, very "un-enamored" with the process. You know? You don't 
care what I say, then I don't care...there was almost a clear cut line 
between being a part and then suddenly being... No one cared if you were 
there or not. Absolutely. I'm sure you've had the experience, the extent 
that I am asked for my involvement, is the extent that I am motivated 
and interested, and I'll want to take part in it. If someone else 
determines for me what my goals are, maybe I'll do what you want but 
not with much enthusiasm. But it becomes such a different world. And 
you feel like you're just sitting there on your chair; but there's so much 
excitement that could go on (Interview). 

Still, despite the tremendous tensions between Tsohg and the majority of 

the faculty, other business was being transacted at the college. The students 

enrolled, the Instructional faculty taught, and as one individual interviewed said, 

"...the nitty gritty went on" (Interview). 

In fact Tsohg did institute several programs that met with approval. One 

such initiate was the Creative Faculty Grants. Started in Tsohg's' first year as 

President, the grant program was meant, "as a way of encouraging and 

rewarding innovative work of instructors" (First Pick Community College News, 

Vol. 1:2 Spring 1975). 



287 

Nineteen such grant awards were listed in 1975 and the program was to 

outlast Tsohg himself. In 1981 the NCA lauded the Faculty grants program, 

The team was able to observe many products of the Faculty Grants 
Program. The products were primarily of a curriculum development 
nature. A major focus on these products is individualized or self-paced 
instruction. All seem to e very much student-centered. In many cases, 
these products in terms of quantity and quality far surpass what would be 
found in other community colleges throughout the country (NCA Visit 
Report 1981 p.8). 

A second innovation made by Tsohg was the Alternative Learning 

Center, piloted in 1974 and began operating in 1975. It was created, "to assist 

both fast and slow learners...by offering a greater variety of optional learning 

methods, more individualized instruction, and more comprehensive advising" 

(First Pick Community College News, Vol. 1: Winter 1975). 

However, one of the more controversial issues to surface under Tsohg's 

watch concerned the expansion of First Pick College. It was Tsohg who took the 

initiative to open First Pick Community Colleges' second campus. In the first 

document that lists Marvin Tsohg as President of the College, the College District 

5 -Year Projection published in 1973 by the Research & Planning Office, there is 

already a pre-occupation with facilities, with the proposals for a campus more 

centrally located than Best Campus (which is located on the far west side of the 

city) and an additional campus for the east side of the city was already in the 

works. Facilities and Enrollment Planning of 1973 claims to be, "the requisite 

document to justify the establishment of a Central campus" (p.l). In the 
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Introduction it states that,"... present programs must be expanded and new 

programs developed in order to make post-high school experience more 

advantageous to individuals and meet future community needs." The majority of 

the document is spent on justifying the need for expansion, and to argue the 

advantages or disadvantages of several options for growth, being "One large 

campus" or developing "The second campus concept" or "the satellite or mini-

campus concept". There was some concern about size and how it would impact. 

The educational and environmental advantages that are important to a 
community college...if the First Pick Community College campus were 
enlarged to absorb the projected District enrollment to 1980 and 1990. A 
single campus of 15,000 to 20,000 students would not serve 
advantageously either the students or the community educational needs 
(#5. p.l4). 

Within the "satellite or Mini-campus concept", the listed advantage is, "Satellite 

campuses would relate closely to different community areas and consequently 

would provide more locally oriented educational and counseling programs." (#4 

p.16). The final decision was that First Pick was to comprise a single community 

college district with multiple campuses. But they were always to describe 

themselves, and to subscribe to the notion that, regardless of the number of 

sites, First Pick was "one college". 

Subsequently, a second campus was opened in 1974, called "Central" and 

tagged as a "community campus concept". Essentially a third campus (Village 

campus) was put into place in 1975. An Education Center opened in 1976 as 

well as the Services Office and the First Pick Skill Center. Some First Pick faculty 
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reflected during our interviews that additional campuses and sites started the 

constant state of competition that was to characterize First Pick in the coming 

years, "...since we're the first campus everything that came from us, came from 

our budget. In other words the budget was cut from here to make another 

campus exist." 

And the Central campus, which was the next one to be built, indeed, did 
make a major dent in our enrollments. Because it was a little closer to the 
University, and to the hub of things. That had a major impact 
(Interview). 

Some respondents felt the expansion nailed the lid on the coffin of First Pick as a 

viable community college, "Tsohg's idea was to turn it into a District with 

campuses. I think it might still have been a very successful Community College if 

that hadn't occurred ..." (Interview). Still others understood is as a function of 

the college having to find the means to meet its external demands, 

But...because of the economy, it began to change, the Vietnam War was 
winding down, the mines began to close...a lot of the money for Vietnam 
veterans and the miners began to slow down, so we had to figure out 
what would be the next wave. So that meant getting more campuses. 
The concept of getting more campuses came in after they threw out the 
old administration, brought in an interim administration, it was 
Tsohg...(Interview). 

And then some felt that it simply provided more subterfuge to detract from 

problems at Best campus itself. 

But I think it was about this time that we started our endeavor to put 
campuses on every street corner. And so, that kind of helped take a lot of 
pressure off because we were shifting resources and we were moving 
people and programs. So there was a lot of chaos involved (Interview). 
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The Village Campus, the third location offering mostly non-degree courses 

in different locations throughout the city, when actualized, was called a unique 

idea in education, "a campus which is adaptable and flexible and without walls." 

(College News 2:1, Winter). The Village Campus program had previously been a 

part of First Pick's continuing education program, directly linked to Best Campus. 

In 1975 it became a separate entity within the First Pick college district. Tsohg 

made changes in continuing education that offered more traditional structures 

and levels of operation, giving, "continuing education a separate division with its 

own dean...". 

As for the fourth campus. Daybreak campus, in the "Status of 1975 NCA 

Site Visit Concerns" (1981 Self-Study, Ch. 5) there is some concern expressed 

that the location of Best campus is on one side of town, while it is perceived that 

most of the growth in the city occurs on the other side. These divisions of the 

city, one side versus another side also correlate, however, to areas with 

economic and ethnic population significance. The side where the Daybreak 

campus is to be located is predominantly white, with a higher SES than the other 

side where the Best campus is located, which is also closer to Southside barrios, 

more predominantly Hispanic and Black, and a lower SES, overall. The 

inclination to append the college only to areas of economic growth and 

development excludes a large portion of ethnic populations, potential students 

denied access simply by location. 
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More than any of the other new campuses, establishing the Daybreak 

campus caused a storm of controversy. In 1978 the Board of Governors initially 

voted 3-2 against establishing a campus in the part of town suggested for the 

Daybreak campus. Four months later, with a change of a single board member, 

the vote was 3-2 to proceed. The financing of the site, "Presented a major bone 

of contention among First Pick board members" (Civilian, 8/22/80). An original 

attempt to finance the campus through a bond issue was defeated. So First Pick 

went ahead with plans to build the campus without asking for voter permission, 

even though protesters argued that, "To do otherwise...would be jamming the 

campus down residents' throats"(Civilian, 7/31/81). The first Board of Governors 

meeting held at that campus ended with three of the five board members 

walking out to protest against the meetings being dominated by one board 

member, "Battle scars in our board minutes would make a best-seller on how to 

build a campus in the midst of pessimism and adversity, said [one board 

member]" (Civilian 8/22/80). 

The "one college" concept is receiving quite a bit of injury. The multiple 

campus model, while perhaps a viable idea in different circumstances, under First 

Pick governance, becomes a breeding ground for competition among campuses. 

It plays out among campuses for employees, for facilities and services, "[on 

campuses],..the average income of the population may increase due to 

availability of work and competition for employees" (NCA Visit Report, 1981). 



Some concerns were, "The presence of an excessive degree of territoriality 

among the librarians appears to have impeded progress toward effective 

coordination of library services throughout the college" (ibid). As well, "The 

competition that exists between campuses for programs and the lack of inter-

campus coordination in building class schedules is identified as a concern for 

faculty" (ibid). There is a perception of loss experienced by Best campus, 

I think that every time we have started a new campus there have been 
those who have said that the ultimate effect of this will be to dilute 
enrollments on Best campus. Because of course we were the first. And 
whatever happens, we are likely to lose something. And so far, it's 
generally been true. (Interview) 

There are perspectives hostile to the fact that the actual office of the 

President is located on Best campus, rather than any other site, believing it 

automatically indicates privilege and an unequal distribution of resources. This 

perception becomes a point of conflict and contention, as "Concerns...The 

physical location of the president's office on the Best campus is not in the best 

interest of either the Best campus or the president" (NCA Self Report 1981, 

p.12). Introducing competition as a factor into the fragile and volatile mixture at 

First Pick effects, most immediately, a sense of trust and therefore inclusive 

participation. 

As a result of the proliferation of campuses, there is a concomitant surge 

of growth in Administration; the college has a completely different profile now. 

In Phase One, not much distinction could be made between faculty and 
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administration, either in style or degree of power held. Now, with the 

introduction of Tsohg's hierarchy and authoritarian control, several aspects of 

First Pick begin to change. Burgeoning administration is one aspect and the 

end of personnel believing in the egalitarian ideals of Phase One is another. 

This speaks to the concept that leadership does impart environment; as 

leadership will do, it seems, so will those who would be led. Now both faculty 

and administrators begin internal wrangling for non-official but significant 

power blocs among individuals, forgetting any sense of community, or at least 

communal remnants as they began vying for individual platforms of power, 

which of course impacts the total environment, 

[Individuals began to] ...represent his or her own interest, perceptions 
and reality. Some people begin to pay lip service to a lot of things, to 
"power"...Faculty and Administration are always in conflict, it became 
normal. They occasionally collaborated; they believed that they should. 
(Interview) 

And there was a lot of inter-hierarchical displacement during that period. 
Knowing that this was a period of uncertainty, people from many areas 
were beginning to secure their own hold on the structure, knowing that 
the system was changing. (Interview) 

I think one problem that occurred was that people, faculty...didn't want to 
be bothered, a lot of people, didn't want to be bothered with 
Administrative tasks and titles. And so, some people who were less 
committed, but really wanted [a title] to be called Department Chairman 
or something like that...they went and did those things... and they didn't 
know how to behave (Interview). 

The culture [at that time] was about resources- who controlled the 
resources- who controlled the power at the Best campus. There was a 
core group of extremely powerful faculty. They could make or unmake an 
administration...It was back in 1975-76 that they started to get strong. I 
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think that from 1978, the Old Guard had enormous power...and some 
faculty were supportive of the Old Guard. There is a great influence 
through unobtrusive control. Look up organizational theory; look up 
Parsons...Unobtrusive control is the premise for decision-making. There is 
a lot of shrewd manipulation, that's the premise for decision-making. The 
administration would never allow the issues to be discussed. The Old 
Guard controlled the premises for decision-making...The Administration 
has tremendous contempt for those not involved in "company politics", 
the faculty who are not followers... They don't respect individuals, they 
extract concessions (Interview). 

In answer to my question as to whether a community exists now, the answer 

highlights the feelings of being beleaguered by recent events, "...the community 

exists here, but it is a community that feels itself under siege over the years..." 

(Interview) 

Increasing Administration 

With the expansion of the college through the new campuses there is of 

course an attendant increase in Administration. However the growing ranks of 

Administrators far exceeds simply filling the needs of the new campuses. A 

discussion of First Pick's Administration has to include the new Management 

"modus operandi", and the ever-increasing levels of Administration that 

demonstrate a greater degree of bureaucratization at the college. The 

phenomenon of administrative growth, a characteristic indicating institutional 

transformation, began from the very onset of Phase II, when Dr. Marvin Tsohg 

began as President. The structural shift that places more emphasis on an 
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increased administration actually begins at the top with the President's office, 

The organizational structure, as well, has been realigned; the President's 
staff now consists of three Vice-Presidents, four Executive Deans, an 
Executive Assistant, and an Executive Director of Personnel/Human 
Resources" (NCA 1981). 

The almost exponential increase of administration is most clearly 

represented by the stark numbers. Figures show that from Fall 1973 to Fall of 

1976 Administrative faculty double, from 12 to 24, a 100% increase, while 

Instructional faculty show only a 15% increase, from 181 to 219. Service 

support faculty remains the same (20). 

In the 1975 Fact Book, amended figures shows that from Fall of 1972 to 

Fall of 1975 Administration more than doubled from 7 to 18, an increase 

exceeding 150%. Eighteen administrators are not that much, it is just the size of 

the increase that is so significant, especially when Instructional faculty only 

increased by 30%, from 159 to 192, in the same time period. What can also be 

noted is that the increases in Administration are high per year. From the 

reported 7 in 1972 to the reported 12 in 1973, these figures indicate a sharp 

80% increase. There is an inconsistency in the 1975 Fact Book however in that 

the figures in another chart state that administrative costs have gone down 

from 15% in 1970-71 to 6% in 1975-76, and that Instructional costs have risen in 

that same time period from 44% to 57%. How to increase actual Administrative 

personnel by fifty percent, yet decrease Administrative costs is unclear. Yet the 

first figures outlining the increase speaks to how the institution is shifting away 
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from an overall egalitarian nature and becoming "top-heavy", with administration 

In the 1976-1977 Fact Book, much of the same information that was in 

the previous fact-books is presented again. In Operational Expenditures (p.37). 

Administrative costs are still increasing at a greater rate than Instructional costs. 

The costs for Instruction expenditures increases by about 2.6% from 1972 to a 

projected 1976-77 budget, while Administrative expenditures clearly triple in that 

same period. There is the recognition, as well, of the proliferation of 

administration in comparison to other divisions within the college, 

The number of administrative faculty increased by 78% (from 18 to 32) 
between 1975 and 1980. During that same period, teaching faculty full-
time equivalents increased only by 0.2% and full-time student equivalents 
actually declined by 8%. Some of this increase in the number of 
administrators was occasioned by a redefinition of job roles, however 
(1976-77 Fact Book). 

The administration is problematic not only for its increasing size, but also 

because there are continual, substantial turnover in administrative 

positions,"...this lack of stability in key administrative positions can cause 

problems of consistency and continuity in management and may be a reflection 

of the lack of clear delineation of Board and administrative responsibilities." (Self-

Study). 

In contrast to the large turnover of high-ranking administrators, many of 

the faculty are still those who were first hired at the Faculty Development 

Institute, "There is a large, stable core of faculty and staff at the College which 

forms a strong base for continuity at the institution" (Self-Study, p.132). It is no 
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wonder that there is the feeling of separate communities, in fact there are: one a 

transient and non-communal minded Administration and the other a "core" of 

faculty and staff still seeking inclusion, participation and adherence to First Pick's 

original commitments. Though the Self-Study expresses its concern for the 

divisions within the College, it ultimately offers little or no solutions to the many 

grievances among First Pick personnel to ameliorate conditions; any help toward 

creating a holistic environment, 

Concerns for this area-...f4") the change in the faculty Council's role may 
present further communication problems between administration and 
faculty...(5). efforts must be made to end the rapid turnover in 
administrative positions within the college... (6) no satisfactory 
communications process or method for the dissemination of information 
College-wide is in place; this lack significantly exacerbates other 
problems.... (7) The presence of District offices on the Best campus 
appears to present difficulties to the entire college; efforts should be 
accelerated to transfer these offices to another site... (8) Antagonism 
toward the construction of Daybreak campus on the part of many 
members of the college community should be dealt with." 

The extensive departmentalizing and the accompanying increase in 

professional and staff support required for maintenance is the justification given 

for the increase throughout the upper levels of administration. Still some 

concern is expressed in the NCA Visit Report about that increasing size. 

Some concern was expressed in respect to the increased number of 
administrators in the past few years. Some of this was occasioned by a 
re-definition of job roles and a more formal administration of multiple 
campuses (NCA Visit Report, 1981 p.40). 

Faculty perceive the administrative changes as a consequence of higher 

education management trends mimicking corporatism, as well as continued loss 
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of the original goals of First Pick to remain student-centered, 

The administrators wanted, I think, basically wanted their own hierarchy. 
There was a new wave of educational administration, it was new then... 
You just go up the scale. Five years here, three years there, you work 
three places in fifteen years; you retire with your funds. So you just work 
your figures and it's like the CEO in a corporation, it's the same structure. 
They wanted that structure in education...The emphasis is not on 
students. For us the emphasis was on students and employees 
(Interview). 

The local newspapers once again wade into the fray, and further document the 

faculty's continuing discontent, 

A faculty poll showed that 90 percent of the teachers who responded felt 
that [Tsohg's] management was not democratic enough and that the 
administration didn't give faculty, staff and students opportunity to 
participate in the decision-making.... a lot of talk still is heard among the 
faculty and students that Tsohg has taken the college too far away from 
its earlier democracy. They call Tsohg "too authoritarian" and speak to a 
communication gap. Tsohg feels much of the criticism of his style and 
methods comes from holdovers from First Pick's earlier free-wheeling days 
and he figures he'll never get their support...(Civilian, October 1976). 

The article goes on to say that whenever Tsohg is criticized for the way he does 

things, he points to the quantitative aspects of the college, such as student 

enrollment numbers. He also calls upon the phenomenon of success as defined 

by outward appearances rather than an internal gauge from personnel, "We're 

looked upon in the state as being leaders, not looked down upon anymore" 

(Civilian, ibid). 

Local analysis by the newspapers also document a survey administered in 

the Spring of 1977. The results found a continuing, pervasive unhappiness with 

Tsohg, recording "overwhelmingly negative comments". 
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More than 80 percent felt that faculty morale was so low as to be 
"inadequate to the task of running the college." Another person 
characterized administration-faculty relations as "too many orders, threats 
and a general atmosphere of paranoia' (ibid). 

A recently appointed Board member, a woman, asked for an outside 

consultant to come and survey the management of the college. When his report 

was released. 

The same complaints surfaced: communication break-downs, centralized 
authority, confusion of administrators' roles and responsibilities and lack 
of facult/ participation in decision-making...When changes do occur, they 
are initiated at the top...The reasons for such changes is not always 
apparent and the general reaction of those within the organization is 
negative (Perennial, May, 1978). 

When Tsohg was asked whether he had any concerns about the report and the 

continuing negative comments on his management style, he is said to have 

replied, 

'Concern is still too strong a word.' It was reported that Tsohg didn't see 
the results as having any bearing on district-level administration. He said, 
'it was a campus survey done for campus reasons, not for college reasons' 
(Perennial, 5/78). 

One newspaper article related most conflict at the college as a matter of, 

...an administrative style that is more a function of personality than 
anything else. Again and again, college employees drew a parallel 
between the administration of Marvin Tsohg and Richard Nixon...Every 
administrator has had personal experience with discovering dishonesty by 
Tsohg, said one official. He wasn't talking about criminal wrongdoing, he 
was talking about trust and candor and the lack of it (Perennial, 1978). 

Despite all of the shifting of priorities to the conservative side of 

management by President Tsohg and the administration, faculty at First Pick still 
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crave, and press for, more participation in the running of the institution. The 

tides do slowly start to turn when some Board members change and the new 

ones begin to lend a sympathetic ear to faculty grievances. Tsohg gradually 

begins to fall out of favor with the Board as much as he has with faculty. Some 

individuals interviewed describe the process a bit more benignly than others. 

Well, one thing the Board changed over that period. And two, possibly 
three of the Board members that came on were far more receptive to 
faculty and staff input... And I don't know if there was any one event that 
precipitated it, but a number of us started having dinners with Board 
members, luncheons with Board members. And we found one Board 
member in particular who was very sympathetic. She was a teacher and 
she was a member of the [State] NEA and she was on the Board now. 
And so she kind of became our wedge. And then we worked on two 
others. And with the three of them, we finally got a majority of the 
Board. And in the middle of his contract, they said 'Adios'. So it had to 
be a firing or termination. Because his contract was severed and he 
walked away with, something like, I think it was $100,000. He got paid 
for his contract. They bought it out. [MJ- How do you think he felt about 
leaving?] 
I think he was not...Not happy to leave. (Interview) 

The version of the "Old Guard" faculty has a bit more venom. 

But then, under Tsohg there was a great control over resources, for eight 
years. Then, I call it the "old guard "...they literally organized against him, 
they besieged him in 1978, and they managed to get the Board of 
Governors to fire him.... In 1977, by Christmas, they had Tsohg begging 
for his academic life (Interview). 

And so, the community under siege turns and grasps the mechanisms, the "tools 

of the master" and uses those same tactics against Tsohg, "And there was 

alienation within the faculty, early on. Which kind of led to his forced 

resignation, many years later...Well, it only takes three votes. And as I 
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said...there was a lot of alienation there at the time" (Interview). 

In May of 1978, the board of Governors of First Pick Community College 

asked Tsohg to resign after sen/ing seven years as President. It was said that if 

Tsohg refused to step down, then they would fire him. One of the local 

newspapers ran a three-part series on the problems facing First Pick College and 

the forced resignation of Tsohg. In trying to find the "other side" to the story, 

the evidence still came back, "...the responses, in all categories, were 

overwhelmingly negative...growing faculty discontent because of frequent 

administrative reorganizations by Tsohg and because of his refusal to delegate 

authority or involve teachers in decision-making" (Civilian, 5/16/780). 

One unnamed "high official" said that the problems in the newspaper articles 

were partially responsible for the board's decision to fire Tsohg and hire a new 

president, "This thing has been building for some time...it's time for a change so 

that we can get the college, its staff and the faculty working together again" 

(Civilian, ibid). 

However, the inter-personal dynamics of the Board still leaves much to be 

desired in the manner in which Tsohg was asked to resign. Supposedly, two 

board members met for lunch with Tsohg and handed him an already drafted 

letter of resignation that he was asked to sign. A former Board member told the 

paper that the entire furor over Tsohg made him want to implore the current 

board members, "I appeal to you to get your act together...[you have] set the 
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college back to a day I had hoped to forget" (Civilian). 

Several board members had been quoted in the papers as admitting that 

they planned to force the resignation of Tsohg. The Board of Governors meeting 

where Tsohg's resignation was going to be announced was opened to the public 

and several members of the audience criticized the board for its lack of due 

process. The forced resignation cost taxpayers $108,000. A board member is 

quoted as saying, 

Now that Tsohg has resigned, I pray God that the First Pick Board is 
wiser after this trying experience and that we will not dwell on past 
mistakes and personal vendettas, but work as a unified board in our 
future decisions to regain our credibility with the community and the state 
(Perennial 6/3/78). 

As the tensions continue to play out within the First Pick District, a nation

wide search is conducted to select the college's next president after Tsohg. In 

the interim, the Dean of Business Services, Charles Dill is to act as the acting 

president, under the stipulation that he not attempt to enter the run for the 

presidency as a candidate. It is rather an odd choice in the face of public 

controversy in that Dill was involved in a 1975 lawsuit filed against the college by 

the U.S. Department of Justice. The suit claimed that six women had been fired 

unfairly as a result of lodging complaints with the Equal Employment Opportunity 

Commission (EEOC). They had complained of sexual discrimination. 
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Public Expression from the Institutional Documents 

In Phase Two the documents depict an institution that can be 

characterized as having a single-minded concentration on two factors. One is 

expansion in terms of sites, facilities and students. The other is re-aligning the 

institution, in terms of credibility, credentials and mission, to the approval of the 

surrounding community and to external authorities such as the NCA. 

The tone of the written expression within all the documents of this Phase 

seems to change from Phase I to Phase II. While most documents in Phase I 

seem to have been written in a personal voice, speaking directly from a personal 

stance, mission or vision, the documents in Phase II now take on a more clinical 

or 'Veporting" tone, even in the instances when they are talking about diversity, 

which are rare. In light of this change, perhaps it is not surprising that most of 

the institutional documents produced by the college are, in fact, quantitative, 

rather than qualitative, as was found in the institutional texts of Phase One. The 

emphasis in Phase II is on measurement, seeing the, "institute as an 

organizational concept of defining outcomes, differentiating processes, and 

evaluating results for all undertakings and...for continuous college 

evaluation"(Goal 9 &10, p.6)(Facilities and Enrollment Planning 1973-1990). 

Of the fourteen documents examined for this Phase in First Pick's history, 

only the Self-Studv of 1975, the Self-Studv of 1981 and the NCA Visit Reports are 

written with clearly stated audiences. The three Newsletters assumedly are 



meant for an internal audience of institutional personnel and perhaps the local 

community as well. Documents such as the Master Plan, the Affirmative Action 

Plan and the Facilities and Enrollment Plan have external audiences affiliated 

with authority such as State and Federal agencies. As mentioned, much of the 

information from the documents is in quantitative tables, such as the three Fact 

Books of 1973, 1975 and 1976-77. By far the most comprehensive narratives 

are seen in the NCA Self Study. 

NCA as Externality 

Though the NCA still acts as an externality in this Phase, it also serves an 

additional, different function here than in Phase I. While in Phase I it was more 

of a normative force, here in Phase II, the NCA reports act as a third-party 

mediation for much of the on-going internal strife. 

The 1975 NCA report stated some "concerns" for the management of the 

college under Tsohg, 

It said there was a need to more clearly define the president's realm of 
control, as well as the roles of ail administrators, division directors and 
subject-area coordinators. It also pointed out the need for more faculty 
involvement in decision-making that has become too centralized 
(Perennial, 5/15/78). 

Supposedly, the NCA took into account a survey of Best Campus faculty, yet its' 

results showing the full effect of faculty discontent must not have carried much 

weight in terms of constituent satisfaction as a requisite for accreditation. 
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Ninety-four percent of those [faculty] who responded thought that the 
administration inadequately demonstrated a democratic style of 
management that welcomes the participation of students, faculty, staff 
and the urban community. Ninety percent said the administration Tailed 
to provide leadership in the development of college policies by involving 
all sectors of the campus community' (Perennial 5/15/78). 

Both Self-Studies contains several themes relevant to my research topic and the 

examination of the college in light of an ecosystem. These concern the treatment 

of personnel as valuable and finite resources, as well as an examination of 

economic and budgetary concerns, and the state of participatory government. 

Use of Resources (Viabilitv as an Eco-svstem) 

In the Introduction to the 1981 Self-Study it is interesting that the college 

does first speak about itself in terms of resources, "human, fiscal, and physical..." 

Unfortunately, however, the document lumps the animate human resources 

together with those of the inanimate fiscal and physical in seeking to find "their 

utilization with respect to the College's stated mission and goals." 

Much of the discussion surrounding institutional organization as a 
mechanism for diversity reveals there is actually very little respect for the 
individuals "inhabiting" the ecosystem of First Pick College. Much of the 
treatment/respect of the college's "natural resources", its personnel, is in 
short supply especially in times of fiscal stringency. " 

The fiscal policies of an institution can reveal its priorities. And if not 

explicitly, then implicitly, these priorities relate to the position held by diversity as 

a main concern. First Pick accounts of how they cope with reduced or static 

budgets illustrate institutional decision-making. In terms of regarding their 
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"human capital" as a resource, the college chooses to put additional strain on 

students by linniting their resources, and on faculty by Increasing their work load 

in addition to taking away support assistance, 

Reduced financial resources have also affected the College. Restraints 
were visible throughout the 1979-80 year as the institution made 
adjustments to stay within a conservative budget...The College offered 
fewer class sections, increased class sizes, and continued to reduce 
support staff through attrition...( Self-Study, p.13). 

This lack of support is officially recognized as a decrease in productivity on the 

part of the faculty, 

From Fall of 1975 to Fall of 1980, there was a steady increase in the 
number of administrators employed at First Pick. There was a similar 
increase in instructional faculty and staff, until Fall 1979. This increase in 
staff, without a corresponding increase in FTSE, increased service levels 
but, in some areas, reduced the productivity of employees for this span of 
years. 

Recently, however this apparent decline in productivity has been 
reversed due, primarily to two factors. In 1978-79 a freeze on hiring staff 
caused a decline in this category. In the Fall of 1980 a more controlled 
scheduling of classes resulted in a reduction in the number of classes 
conducted with a corresponding reduction in the number of instructors. 
Subsequently, the apparent decline in employee productivity has been 
reversed (Self Study Chapter IX, Human Resources p. 129). 

There is also little fanfare for what would seem a major shift in 

institutional operations and philosophy, the introduction of tuition, used as an 

aside to speak about a decline in enrollments, "In fall, 1980, primarily because 

of the institution of tuition for the first time, there were 1,7384 fewer students 

enrolled than the previous fall..." 

The Self-Studv refers to the implementation of tuition, giving an account 
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of why it was done; that it was not voluntary on the part of the college, but 

imposed by an external authority, 

As a result of restrictive budgetary limitations, the State Board of Directors 
for Community Colleges imposed mandatory tuition on all community 
colleges in the state. Local Boards followed suit and established tuitions; 
First Pick's is the highest-$7.00 per credit hour (p.15). 

The concept of access is inevitably impacted when an increase in tuition is 

involved. How does the implementation of tuition effect low-income students, 

the majority of whom are minority? How does this speak to the 

institution/organization taking care of its constituency? The constituency here is 

determined by those who do not fall away, a modified Darwinian concept of the 

survival of the economically fittest, rather than an indigenous concept of caring 

for all of the community, especially during stress or hardship. Though the 

college states that registration is still strong, it is most likely those students able 

to afford the tuition who are attending; there is no conjecturing about who did 

not enroll. This relieves the institutions of the responsibility to see that this 

opportunity for diversity and equity is achieved, 

"In the Fall of 1980, about 20,000 students registered for credit courses 
despite a controversial tuition charge which in fact doubled the cost of 
taking the courses at the college... These figures indicate that students 
will bear a higher proportion of the cost of their education in the coming 
years... Strengths- many students will be able to meet increased student 
costs... (p.141). 

Overall, since there was a decline in enrollments, the institution felt the 

underlying cause was. 
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...in large part to the institution of a new and more stringent State 
requirement for computing official enrollment...however with the imposition 
of tuition for all students, the number of part-time students in fall 1980 
decreased substantially (p.96). 

Ironically, under Student Services, in the "Concerns" area of this category, the 

number one concern is that, "The College must continue to allocate sufficient 

funding to guarantee the necessary support services...which are essential in 

boosting educationally disadvantaged students to parity with other students at 

the institution" (p61). There is no acknowledgement that those who are 

educationally disadvantaged correlate to those who are economically 

disadvantaged, and who have been historically underrepresented in post-

secondary education, most likely ethnic minorities. This particular constituency 

may no longer be able to attend the college. Yet, overall there is no discussion 

of a sense of community, inclusion or participation expressed in the "Concerns" 

area. A theme does emerge however of the college's diminished care for 

diversity in terms of guaranteeing access to those who might not be able to pay 

to come to First Pick. 

The question must arise then, who and what else gets cuts during tight 

budget conditions? Here, aside from the exclusion of low-income students, the 

cost is extracted from the working conditions and the working environment of 

personnel, stressing the "resources". 

Control of Expenditures- In order to balance the budget it is necessary 
to reduce expenditures in addition to increasing revenue. Expenditures are to 
be reduced in 1981-82 by implementing the following measures as 
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recommended in the 1980-85 Master Plan. 
• To decrease expenditures, the ratio of FTSE to employees will 

increase. 
• Where possible, non-essential maintenance will be deferred. 
• Employees will be encouraged to identify means whereby 

expenditures can be decreased and productivity increased. 
• A resource development plan will be designed and 

implemented. 

In fact, contrary to what be considered common sense, the college cuts away at, 

what in other sections of the Self-Study, It lists as a Strength, "Where 

appropriate, the frequency and variety of instructional offerings will be reduced." 

The Self-Study is quick to pronounce that. 

Although First Pick is currently operating under a very stringent 
budget, the fiscal staff has responded in a number of ways to meet 
the needs of the First Pick community (p.143). 

There was no enumeration of the various ways, however, in the printed 

document. 

In the NCA Visit Report, the examining team offers several "Advisory 

Comments" to the College that indicate there is still an imbalance in the 

treatment of resource allocation in terms of faculty and facilities, and in addition, 

there is a substantial lack of trust that there will be any equitable distribution of 

resources in the future, "The Faculty Resource Center... has in the past year 

experienced a cutback in staffing...There is some anxiety that administration is 

beginning to demonstrate a lessened commitment to the operation of the 

Center" (p.9). 

A mention of the Professional Growth Program invariably brings 
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ambivalent responses. While most faculty feel that the concept is a 
laudable one, they have great concern for how the program is 
administered. Many indicate that they refuse to participate anymore 
because of inconsistencies in the way growth points are awarded." 
"Learning Resources- (library) If original plans had been carried out, some 
of the current problems would not exist: limited shelving space, 
inadequate storage space, insufficient student seating during peak 
periods, and inadequate housing for equipment, which, when used 
contributes to an already difficult noise problem. If the District Offices 
were to vacate the areas they now occupy, some of that area on the 
second floor could be utilized by the library as originally intended (p.23). 

A reflection of organizational and environmental diversity is that "Of greatest 

concern to both instructors and administrators was the distribution of available 

resources. Nearly two thirds of the respondents do not believe such resources 

are equitably distributed." (p. 129) 

The trend to rely on ever greater numbers of part-time faculty is most 

dramatic in two-year colleges. (Rhoades, 1998) At First Pick College the 

increasing use of part-time faculty illustrates the enervating treatment both to 

full-time faculty, who "see themselves increasingly in a no-win situation....and 

find the odds against them lengthening... one result has been a loss of 

commitment," (Richardson, 1981:59) and to part-time faculty, who often work 

years without benefits, office space or support personnel. Figures show that 

from Fall 1973 to Fall of 1976 temporary part-time associate faculty are almost 

tripled, from 377 to 862 or about 130% (Fact Book 1973), while from Fall of 

1972 to Fall of 1975 part-time associate faculty went from 135 to 837, an 

astounding 600% increase (Fact Book 1975). A possible corollary maybe that 
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Administrative lee-way is greater when dealing with part-time faculty than with 

full-time faculty (Rhoades 1998). The only comment the NCA has is a brief, 

"Advisory Comments to the Institution...Because of First Pick's relatively heavy 

dependence on part-time teachers it might well consider a program of in-service 

education designed for part-time faculty..." 

In a 1981 article, author Richardson speaks of how, "progress painfully 

won in the past is trampled underfoot" regarding the Community Colleges in this 

particular state where First Pick College is located. The discussion concerns the 

pendulum swing from expanding in so many areas, a pendulum that must 

inevitably hit the opposite wall of constraint and the resulting environment 

created by the "confrontation between increasingly constrained resource 

allocation and the aspiration of the movement for continuing growth and mission 

expansion." Richardson goes on to discuss the consequences to faculty, "They 

are simply unavailable to assist in implementing administrative priorities...The 

continuous expansion of community college mission has thus been a strain on 

human as well as financial resources." This is definitely the case with the faculty 

at First Pick. 

The State of Participatorv Governance 

At the root of it all perhaps, is that First Pick College is still wrestling with 

issues of governance and power, first on a State level and then on the local 
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order, "Governance of First Pick is a bi-level organization consisting of the State 

Board of Directors and the county or local governors." At the local level it is a 

struggle in which the college has already excluded students, a sharp contrast 

from the five components of governance in Phase 1. In this Phase, governance 

consists only of the higher echelons of a hierarchy. 

This chapter covers the formal organization of First Picl< Community 
College and the dynamics involved within its organizational structure 
during the course of the last five years. These issues will be examined 
with respect to the... Board of Governors, the administration of the 
College, and its employee organizations (1981 Self-Study). 

At the apex of this hierarchy is the First Pick Board of Governors. There are 

varying perceptions of the BOG from various constituencies of the college. The 

Self-Study lists the Board of Governors as a strength to the college. 

The members of the BOG do represent the community and are definitely 
committed to the college...a number of new committees have been 
started to improve communication and provide more opportunities for 
participation...faculty who are interested in being involved in the 
communication and decision process have channels through which they 
can provide input... the college president is aware of the concerns 
expressed ...and with positive support of a majority of the Board, is 
committed to resolving these concerns. 

Of course, those in power perennially see themselves as benevolent and cannot 

or will not recognize the authority and domination they create and subject all 

others to. 

The BOG is perceived as being responsive to the community as well as to 
the needs of students and faculty at least some of the time. However, 
staff and administrative respondents indicated that the Board is less likely 
to respond always or frequently to their needs. The BOG perceives itself 
as being much more responsive to such needs than do students, faculty. 
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staff and administrators. 

These more benign half-hearted criticisms shortly give way to more cogent 

concerns that speak to issues of autonomy, trust, and aspects of leadership 

where micro-managing can infantilize, "Some BOG decisions and procedures are 

not understood by faculty and faculty believe the Board engages in many issues 

and details that more properly should be handled by administratlon"(p.45). 

Although the Board defines its role primarily as one of making policy, it is 
evident from the 1980 self-study survey that its members continue to 
display an active interest in the daily administrative affairs of the college. 
In the 1980 Self-Study Survey 100% of the administrators and 50% of 
Board members responding stated that improvements or major review 
was needed in the delineation of Board responsibilities from 
administrators' responsibilities...There is no doubt that this lack of 
delineation leads to difficulties in the on-going administration of the 
college. 

There is a clear stated distinction between policy-making and 
administration, but in actuality, some members of the Board rather 
blatantly and frequently interfere in the administrative details of the 
college. 

There is a contradiction in governance, which on one hand indicates informal 

access to upper echelons of leadership, but which simultaneously expresses a 

lack of respect and autonomy for the chief officer, 

The board expresses great confidence in the abilities of the chief 
administrative officer and is very supportive of him, but at the same time 
actively encourages faculty members and administrators to by-pass the 
chief administrative officer and deal directly with board members on an 
individual level." 

In actuality the board of Governors represents an aspect of institutional 

dynamics reflecting internal dysfunction, "Faculty interviewed individually by this 
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chapter committee view the Board problems as a sign of weakness for the 

College as a whole." The Board can act capriciously; demanding high levels of 

production, yet be suspect of what is produced, 

The Board receives voluminous material, at their own request, in order to 
be knowledgeable of all aspects of college affairs. This has created a 
great deal of unnecessary busy work on the part of the administration. 
Considerable time and money is spent on verifying and re-verifying 
information presented to the Board, resources and assets that could be 
better spent on more useful work... 

The Board must resolve its distrust of the material submitted to it by the 
administration. 

The NCA, as an outside authority, tries to force cohesion. Still, the Board does 

not have in place any mechanism to hold themselves accountable, either to one 

another or to their constituencies in the college, 

A statement of board policy has recently been completed but a code of 
Ethics has not been adopted. This would seem of the highest priority. A 
good deal of the unusual behavior at board meetings could be avoided if 
such a code were adopted and the board insisted that it be followed... 
The Board should give strong consideration to the adoption of a Code of 
Ethics to regulate its own behavior. They might want to include: (a) 
reasonable limit on debate, (b) insistence that the Board speak with one 
voice and demand all members support Board decisions. 

The Board should insist that all members refrain from interfering in 
administrative affairs, by whatever method. 

More than just an ineffective form of governance, the inability to work without 

discord has an impact on all constituencies, both internal and external, 

illustrating the interconnectedness of conduct at all levels, 
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The Board's behavior is frequently seen as an embarrassment to the 
faculty, administration and public at large and oftentimes is magnified in 
the press...Board meetings are frequently lengthy (a recent meeting lasted 
5 hours) and inconclusive...are exceedingly long and argumentative with 
unnecessary histrionics, tirades and very divisive behavior on the part of 
at least some board members. 

Ultimately, the NCA recommends that the Board stay within its own jurisdictions. 

But the Board remains a self-governing entity, indicating that all other 

constituencies below State control have no power or authority to impose 

sanctions and the Board essentially cannot be held accountable. 

The NCA Visit report also views the administration at First Pick College as 

a strength, indicated by two statements, "A positive approach is being taken 

toward group interaction and problem solving by the top-level administrative 

team." and "There is a high level of administrative support for faculty 

participation in decision-making regarding faculty development" (NCA Visit 

Report). The NCA finds a certain degree of achievement in the Administration 

working together, 

...top-level administrative team has developed several innovative and 
productive methods of problem solving which allows maximum 
involvement of the president as well as a breadth of participation by the 
executive cabinet members ... Perhaps the most innovative is the "position 
paper" workshop. In this process the members of the President's staff 
meet monthly in a workshop environment and rotate the responsibility of 
presenting a position paper to the group. The position taken must be 
directed towards a college wide issue.... this exercise not only stimulates 
development of new ideas, but also, and perhaps more importantly, 
reinforces the "one college" concept and thusly reduces the normal 
tendency of campus leadership to be unduly parochial (NCA Visit report, 
p.l2). 
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Though the Self Study declares that the college's decision-making model 

is one of participative governance, the administration develops a concept that is 

more representative than participatory, 

...an objective approach entitled the Planning, Management and 
Evaluation system. During 1979-80 a Master Plan was developed 
with participation from all college constituencies and community 
representatives...The extent of participation in the decision-making 
model is demonstrated by the number of committees (six) which 
serve policy advisory functions and the number of operational 
advisory committees (13) and their memberships. 

Since participative governance relies upon a great deal of authentic participation 

and communication between and among constituencies, the college has not been 

successful in creating those systems. 

It is apparent that the new organizational and committee structures have 
not gained total acceptance by the college community. Concurrently, a 
pattern of non-participation on the part of most members of the various 
First Pick constituencies still prevails. It should be noted however, that 
such non-participation is the result of personal choice; opportunities for 
participation are abundant. 

The original premise of participatory governance is still undergoing change, 

becoming more centralized, though faculty is still represented through the 

Council. There is the statement that there is a desire to reach, "as high a degree 

of consensus as possible." However, under the topic of Goals in the Self-Study, 

a second listed concern reveals that a lack of communication and exclusion in the 

management process still plague the College, obvious even to the outside eye of 

the NCA, "There is a need to provide faculty with opportunities for involvement 

in decision making and to provide them with more information and feedback 
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regarding current administrative activities" and "There is limited input from 

faculty (and subject area coordinators) and staff in budget preparation". 

The response to these concerns is somewhat capricious, dismissing faculty 

dissatisfaction, alludes that since Administrators and the Board are happy, the 

issue is not critical. The report seemingly advocates that only discomfort on the 

part of the higher Administration would provide an appropriate stance for 

concern, 

...based on the 1980 self-study survey, only 13% of faculty responding 
believe they have a part in the communication and decision-making 
processes at First Pick on a regular basis. However, administrators and 
Board are generally more satisfied that the College committee structure is 
effective in reviewing First Pick directions. 

In terms of inclusion, or a participatory management style, there was little 

evidence of such a practice. 

All groups of respondents were asked if they believed they had a part in 
the communication and decision processes at First Pick. Two-thirds of 
both the day and evening students felt they did not have a part in such 
processes. Over half of the faculty also responded negatively to this 
question. Similarly, 57% of the staff felt they did not participate in these 
processes. On the other hand, 46% of the administrators polled 
responded favorably. Similar results were recorded from all constituencies 
in response to the question "Are you asked for input on important features 
of First Pick. 

Aspects of participation that might be taken for granted, such as a committee 

specified for a particular area, still do not warrant Inclusion, 

The budgeting process is somewhat complicated due to the fact that the 
district is multi-campus...The budget Review committee is composed of 
campus executive deans as well as faculty. Some members of this 
committee feel they are not really being given adequate opportunity for 
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input but are simply being asked to place a stamp of approval on what 
has been decided, particularly in the establishment of budget parameters 
(p.52). 

Some Advisory comments to the institution seem fairly basic indicating a 

substantial degree of imbalance, "The Budget Review Committee should be 

involved in the establishment of budget parameters. (Visit Report p.4) 

Thematic Diversity in the Institutional Documents 

Philosophical Diversity 

Philosophic diversity, I found through analysis, was given the briefest 

attention and the least amount of discussion, implying a very low-ranking 

institutional priority. In the documents examined, only minimal attention was 

devoted to a discussion of the college's philosophical position on issues of social 

justice or the role education can play in contributing to societal reform. The 

notions of equality and a democratic society are used sparingly and are taken 

from previous documents. There was barely a single new phrase originating 

from this Phase, in the period from 1972-1981. All references to issues of social 

justice and democratic ideals are all passages and paragraphs taken from 

previous documents, written at the inception of the college. Of all the 

documents surveyed, only four documents contained any referencing to a 

declared value for diversity, and, as stated, they all reiterate from the 

Statements of Philosophv, published in the original First Pick College catalog. 
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There are three stock phrases that occur in several documents that 

represent the colleges' current testimony to philosophic diversity. However, 

every one of them is a repeat, all extracted from previous documents, 

Each individual in the college community is encouraged to take pride in his 
own heritage and at the same time to develop awareness and 
appreciation of differences which stem from differing backgrounds...An 
institution committed to these ends attempts to create an atmosphere rich 
in a diversity of subject matter, materials, and educational approaches 
fFacilities and Enrollment Planning 1973-1990 p. 4) 

An Affirmative Action Plan states that "First Pick Community College, as an 

institution of learning, is dedicated to the inculcation of the highest ideals of 

citizenship in a free society"( 1974-75 p.4) that can enable "...for the proper 

functioning of a democratic society and the well-being of individuals to develop 

their human potential..." (Summarv of the Master Plan 1980-85 p.2) Within the 

Master Plan, under the heading Philosophy, there is a statement about the new 

multi-campus form and the college in general, 

assumptions upon which specific College plans are formulated; 
The campuses shall assume a co-equal status in decision-making...The 
College governance system shall provide opportunity for participation by 
all constituent bodies of the college. 
The College shall continue to assess and integrate community needs into 
the total development of the College (p.4). 

The 1981 Self-Studv for NCA under the heading, Philosophy. Mission and 

Goals, also quotes verbatim from documents written in previous years to express 

the current philosophy of the institution. Different from the previous Self-Study 

of 1971, and Phase I documents that state the colleges mission and philosophy, 
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here there is no specific mention of the desire for the institution to remain 

sensitive to diversity at all. In addition, in the years after Affirmative Action and 

Equal Opportunity policies, it is somewhat surprising that there is no mention of 

gender or ethnicity in composition of critical committees, 

A committee composed of faculty, administrators and staff was formed in 
the Fall 1972, for the purpose of generating institutional goals for the 
College. This committee held a series of open meetings to seek input from 
faculty members and students and outlined these goals. 

While commendable for organizational diversity in that a consensus throughout 

ranks is seemingly still sought in content, no mention of, let alone advocacy for, 

diversity is expressed. 

Environmental Diversity 

That aspect of the institution that emphasizes the humane element in 

relationships and institutional climate is non-existent. I defined this category of 

diversity as that of "Placing caring and respect before title or status; demanding 

reciprocity and mutual respect between entities". There are no perceptible 

references to a humane or altruistic environment in any of the documents I 

examined from this Phase of the college. In fact, the only discussion of a 

relationship at all is a nod to their collaborative efforts in interaction between 

faculty and Administration, found in the NCA Self-Study, "... First Pick became 

the first higher education institution in [the state] to engage in the "meet and 

confer" process, which incorporates many of the attributes of collective 
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bargaining." As mentioned previously, the meet and confer process, by its very 

nature speaks more to a divisive, rather than a harmonious or inclusive 

environment. 

Representational Diversity 

In the document, Five-Year Projection 1973-78, on the very first page 

there is a Socioeconomic Description of the area surrounding the college. It 

does talk about the history of the city, and begins that history with Indian 

settlers in 800 A.D. There is also mention of the history of Spain, Mexico and the 

Confederacy, the Latin heritage of the area and the fact that one quarter of the 

population is of Mexican ancestry, as well as its proximity to Mexico, and the 

presence of Indian reservations. The document includes all of these as factors in 

the identity of the district and therefore, the college. Also, it does give ethnic 

background of First Pick County residents. 

In all Fact Books there is an Ethnic background summary of students and 

the ethnic population of First Pick from the 1975 census, but there is no data on 

the ethnicity or gender of personnel. The Fact Books seem to vary in what they 

consistently report, however. For instance, in the 1973-77 Fact Book, there is an 

Affirmative Action Officer listed in the Administration section for the first time in 

a college document. This position is unlisted in the 1975 Fact Book and it 

resurfaces in the 1976-77 Fact Book. It is unclear whether this position went 
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empty for that undocumented period of time. 

Within the Institutional Goals section of the Facilities and Enrollment 

Planning 1973-1990 there is really no mention of ensuring that the college stays 

representationally diversified in terms of faculty/staff or students. The document 

does state that it wants to "develop an instructional program that accommodates 

individual differences in learning rates, aptitudes, prior knowledge, etc." 

In previous documents from Phase I, it was specifically referenced that 

these individual differences were laid at the door of cultural/ethnic differences, 

social/economic disadvantages and under-preparedness as a result of unequal 

educational opportunities. There is no such referencing now. The only other 

mention of diversity is Goal #8 "Contribute to the educational, social and cultural 

development of First Pick County." The use of the term "cultural" could 

connotatively mean cultural differences, but this is such a vague statement that 

it could simply mean observing a week of events and activities. 

The main document in which you would expect to find aspects of 

representational diversity is in the Affirmative Action Plan/Equal Qpportunitv 

Policy. The objectives of the First Pick County College District Affirmative Action 

Plan are. 

To achieve and maintain at levels of staff, faculty and administration, 
representative and significant numbers of those minority groups which are 
characteristic of First Pick County and this area, and of the qualified 
persons available from such groups" (p.8). 

In the first Affirmative Action policy, the draft written in April 17, 1974, 
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with new data added in January of 1975, First Pick College takes a stance in 

developing its Affirmative Action Plan. It states that it has already practiced 

equality of opportunity because of its ideals. The document declares that of 

course larger national developments have come into play that also shape college 

policies, and First Pick will model its own plans after other higher education 

institutions as well, 

...consideration has been given to those programs and plans developed by 
universities, other colleges, the requirements of the Civil Rights Act and 
the Equal Opportunity Act and other applicable Federal, State and 
municipal laws. 

However, the college uses its own principled standpoint as the base from which 

the plan is derived, and from which structures and guidelines will proceed, 

the ethical and moral attitudes of the College Administration, their 
responsibilities to the community and students, and the practical 
application of concerted efforts to meet the educational delivery objectives 
of the college...Sincere participation and discussion with various levels of 
staff, faculty and administration in the College District will assure a 
continuance of the Equal Opportunity Attitude and the continuous 
development of formal structures for the Affirmative Action Plan, as well 
as Guidelines for operating within the College Policy (p.2). 

It is added that, "All members of the Professional and Institutional Support 

(Classified) staffs of the college and the student body are expected to assist in 

making this policy a practical reality" (p.4). The college declares an ethical 

imperative to seek representative equality; The College has energetically 

pressed the policy of increasing the proportion of women and minority persons in 

both faculty and staff positions, primarily for educational and ethical reasons. 
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both above and beyond Federal/State laws or connpliance with them"(p.5). There 

are also declarations that are broad enough to include the entirety of the college 

in Affirmative Action mandates, 

Non-discrimination statement of First Pick Practices- the steps here are 
practices of the college and are indicative of the attitude of the 
administration. 

... the attached narrative report reflects the absence of intentional 
discrimination against minorities or sex and upon review could be 
integrated into specific, formal policy structure and procedure instructions. 

The College's philosophy of quality education permeates its total 
functioning, including hiring, responsibility to the community, and the 
delivery of equal educational service to the entire community without 
discrimination (p.41). 

The Governing Board and the President have frequently expressed their 
conviction that it is most important to have a significant number of 
outstanding personnel who are women or minority persons. Diversity and 
background in experience among the faculty and those who assist in the 
educational delivery service tend to enrich the entire educational process 
(p.5). 

At certain points in the document it seems to be saying that minorities 

and women have been placed in positions of responsibility for the very purpose 

of non-discrimination, "Statistics reveal the numbers of women and minority 

employees on various levels in College staffing reflect the "good-faith" 

implementation of the non-discrimination policy by supervisory and 

administrative personnel." Such statements are often made in the context of the 

College's past, at which time the attempts to implement diversity were based on 

a firm philosophical ideal. 
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In the past, such non-discrimination implementation has been the result 
of personal and direct informal communication of the philosophy, ideals, 
and goals of the College as reflected in actual practices (p.6). 

They go on to state in Personnel Procedures, that the EEO/Affirmative Action 

Office is responsible, "...for ensuring that aggressive action has been taken to 

locate qualified female and/or minority candidates."(p.9) 

At first inspection much of the language of the Affirmative Action Policy 

document seems action-oriented. However, upon closer scrutiny, that action at 

this time is chiefly directed toward written assurances of compliance. 

Our Affirmative Action Plan requires departmental communication 
concerning the recruitment of faculty to include a statement 
encouraging the nomination of women and minorities," (p. 13) 
""Distribute this Affirmative Action plan for study by all supervisory 
personnel. 

• Conduct special meetings for this orientation of all supervisory 
personnel to the policy and Affirmative Action Plan on non-discrimination. 

• Amend the faculty handbook 
• Disseminate Equal Employment Opportunity posters and 

literature and initiate recruitment to minority and other relevant groups 
consistently. 

• ...placement on all Purchase orders reference to executive order 
No. 11246- "non-discrimination." (p. 16) (all my emphasis) 

Oddly enough, the technical requirements for the implementation of 

Affirmative Action, all of the advertising and compilation, allows the institution to 

become "busy" with documentation. 

Projections have been prepared...and the anticipated personnel turnover 
arriving at a potential number of new hires. From this projection, using a 
method developed by the University of California in coordination with 
HEW, to establish targets (goals) for the placing by promotion or outside 
hiring of qualified females and ethnic minorities in occupation positions 
within College organizations. Charts are maintained that reflect total full 
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and part-time employees by classification, sex, and race and are broken 
down by unit level and/or department (p.22, 23). 

The college documents also reflect how representational diversity is to be 

achieved, specifically at First Pick College. It is only through attrition of currently 

employed personnel, and rarely, internal promotion. So there are contradictory 

goals at hand here. On the one hand is the stated intent to fill openings and 

provide opportunities form women and ethnic minorities, 

Objective 1: It shall be the policy of First Pick Community College to 
expand selection criteria so that qualified women/minorities shall be 
considered eligible for appointment to positions as Faculty, Subject Area 
Coordinators, Division Directors and Administrative staff (p.12). 

Long Range Goals and Objectives - Through implementation of the 
provisions of this Affirmative Action Plan, to increase opportunities, both in 
number and in representation, for qualified minority members and women 
in all areas of employment and activities of the College...conscientious 
effort will be exerted to reach the goals whenever a deficiency exists 
f0.3211 institutional document emphasis,). 

...audit all areas of employment at six month intervals to ascertain if 
qualified minority/female members are adequately represented and 
proceed to take any remedial action which may be needed (p.35). 

While on the other hand, the implication that attrition, meaning quitting or 

retirement, is the only way to achieve diversified personnel does not allow for 

much pro-active recruitment with any type of frequency, "Goals, per technical 

requirements: The attainment of goals must be long range efforts since 

progress will be by attrition for the most part" (p.22). In the end is the assertion 

that it is probably best to believe that First Pick is making small incremental 

improvement, that it will follow the rules, and that it is really trying. 
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Therefore...First Picic Community College District believes it is desirable to 
fulfill Affirmative Action Goals for faculty in terms like percentage of new 
hires and to think in terms of recent progress, proper procedures, and 
other kinds of objective evidence of good faith efforts/Yp.l3¥OriQinal 
emphasis.) 

The Affirmative Action documents assert that to change conditions will take a lot 

of time and that no discrimination is intended if, in the interim, little 

representational diversity is achieved. As an Affirmative Action Plan these tactics 

do not seem particularly pro-active or particularly efficacious. 

The College District Master Plan 1980-85. gives a list of the seven trends 

identified as most important for the college. Within that list there is no mention 

of multicultural interests, no mention of a change in demographics in society or 

the labor force, or the need for diversity in an ever-changing society where, 

increasingly, multi-ethnic individuals are seeking enfranchisement within the 

society. Once again, that stock phrase is plucked out and simply dropped into 

the document, 

... for the proper functioning of a democratic society and the well-being of 
individuals...the College encourages all individuals to take pride in their 
own heritage and, at the same time, to develop an awareness and 
appreciation of differences which come from diverse backgrounds (p.2-3). 

The only other reference to representational diversity that this document 

makes is at the very end when it concludes with a discussion of enrollment 

trends and projections. The final sentence mentions representational diversity as 

it pertains to student demographics, but does not include institutional personnel, 

"The composition of the student population is anticipated to be slightly older. 
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more female, more minority, and more part-time than at present" (p.4). 

In the Five-Year Projection 1973-78, the portion on the multi-culturai 

history of the college is "lifted' verbatim from the college's 1971 catalog. There 

are some deletions from that earlier account concerning the southern borders of 

the state as an important point of entry for trade and the mention of the non-

white settlers who came 200 years ago into the area. They do add, however, an 

expanded paragraph on the Ethnic minorities of the area, 

The Papago Indian Reservation covers the western half of the County, 
there are four Yaqui Indian settlements within County boundaries, and a 
number of Navajo and Hopi Indians are County residents. The Black 
population is approximately three percent, equal to that of Native 
Americans, and there is also a small Oriental population. Minorities, 
primarily Hispanics, comprise approximately 25 percent of the County's 
total population (p.5). 

Within Chapter VII of the 1981 Self-Study, the Student Services section is 

the most extensive discussion of diversity, again with an emphasis on students 

and student demographics. However, the fact is, minority enrollments have 

been steadily decreasing since the early 1970s, 

Exhibit 16 contains data with respect to the ethnic background of the 
student population. The largest ethnic group is Hispanic, although the 
proportion has declined somewhat, from 24% in 1970 to 18% in 1980. 
The latter figure is lower than the Hispanic percentage in First Pick County 
as a whole, 19.8%. The Black, non-Hispanic group has shown an overall 
increase for the period, from 3% in 1974 to 4% in 1980, although the 
1980 percentage is down considerably from the high of about 7% in 1970. 
The County percentage for this is 3%. The American Indian or Alaskan 
Native group has remained relatively constant at about 2%, which is 
slightly below the 3% First Pick County figure for this group. 

In Chapter IX of the Self- Study, when discussing Human Resources, there 
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is only one mention of representational diversity, 

The proportions of faculty with respect to women and minorities remain fairly 
constant at 40% for women and 22% for minorities; most minority faculty 
are Hispanic. There has been very little turnover among the faculty (p. 128). 
However, a facet of representational diversity is one of the first issues noted 

in the Report of an NCA Visit to First Pick. In Advisory Comments to the 

Institution, they observe that counselors should reflect the statistics of the 

county, with Hispanics representing the largest numbers, "As openings occur the 

institution should actively seek minority counselors, particularly Hispanic" (April 

12-15, 1981 p.14). This comment concerning minority counselors is 

supplemented further on in a discussion of the Counselors organizational 

presence and operational procedures. In addition to commenting on diversity 

demographics, it is surely a statement about institutional climate, relationships 

and lack of community when counselors have only met together once in five 

years, 

The representation of minority counselors, while commendable, does not 
reflect the population of the district, or of the student body. There are 
three black, one Turkish, one Hispanic, and one Native American. In 
addition, there does not seem to be much coordination or planning taking 
place among the counseling staff. The counselors have met as a group 
only once in the past five years. 
Concerns 

1) There is minimal representation of minority counselors to meet the 
need of Hispanic students and Native Americans, 2) Campus 
counselors should meet on a periodic basis to identify common 
problems and/or solutions and to share in the utilization of 
resources (P.31). 

The NCA Visit Report also remarks early on about the newly established Minority 
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Affairs, brought about not by any initiative on the part of First Pick 

Administration, but by student pressure. Little attention is given to its form or 

function, 

This office was created in August, 1980, by Board action upon pressure by 
some minority students. The office is staffed by one director and one 
secretary. The purpose and function of the office is not clearly understood 
by the college community. Data was not available as to the number of 
students this office has assisted, however, it was stated that they were 
very effective. A number of students were assisted in completion of 
financial aid forms and techniques on how to succeed in college. There 
have been some presentation/recruitment efforts to some high schools 
that have a high concentration of minority students. 
Perceived Strengths- There is Board support for the creation of this office/ 
Concerns 
1. There needs to be a set of goals and objectives established for this 
office. 
2. The office needs more publicity as to its function to all students. 
3. A needs assessment to determine the actual extend of need and 
overlap that the office has with other services should be conducted (p.30). 

The comments of the visiting NCA team seem to point out the need to 

obtain some focus and direction for the new office. 

The First Pick Community College Skill Center is a First Pick conundrum in 

terms of its goals and mission of achieving representational diversity. This is the 

only time within the Self-Study that any mention is made about a relationship 

with specifically named outside community agencies, especially those that deal 

specifically with ethnic populations such as the [City] Urban League and the 

[City] Indian Center. Though acknowledging the association between First Pick 

Community College and the Skill Center, there is a certain disengagement from 

it. This is most likely because the college receives no funding for its students, 
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In August 1979, the Skills Center was brought under the umbrella of First 
Pick Community College. However, the students and programs of the 
Center are not substantially supported by the College nor its enrollment 
considered for reimbursement by the state (p.84). 

A large percentage of representational diversity, in student terms, could be 

derived from the Skills Center, yet is overlooked by the College. This is noted in 

the NCA response visit in 1981, 

The Skills Center ...students are unemployed and unskilled with family 
incomes at or near the poverty level. They receive stipends while in 
training and are usually readily placed in jobs by their referring agencies 
after training. 
The Skills Center is doing the kind of job which increasingly is in the 
mainstream of the community college mission, particularly in urban 
centers. Yet its unique role appears to be little recognized, its 
organizational place uncertain, and its peculiar needs not adequately 
prepared for. The status of the Skill Center and its place in the college is 
uncertain. The Master Plan has little to say on it (p.20). 

In contrast to what in institutional documents seems like concerted efforts to 

increase representational diversity at the college, one respondent interviewed 

spoke to different actualities, 

I made one mistake. I said we should have a Black candidate for Dean or 
President. I got a three page letter of criticism from the Dean who had 
never met me! Never knew me as an Instructor, yet was criticizing me on 
all these professional points. [In some ways...] we had so many 
Mexicans, I thought we should diversify, but that letter was meant to 
silence me. It did, it scared the daylights out of me. The pressure was 
unbearable (Interview). 
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Organizational Diversity 

By far the largest category throughout the documents in Phase Two deals 

with Organizational Diversity. In examining organizational structure as a form of 

diversity, focusing on redefining traditional structures and dismantling hierarchy, 

several themes emerge from the documents of this period, some of course as a 

consequence of what I explicitly search for, others presenting unexpected issues 

of significance. 

One of the first indications of an organizational shift from Phase One is an 

aspect of referencing credentials, a signal of the increased importance attached 

to hierarchical structures and elitism. In Phase One, there was a noted 

contradiction in the attention given to citing external agencies as authoritative 

entities. But First Pick had purposefully been flexible in terms of credentials. 

Now, there is an increase in justifying why particular documents were originally 

produced. An outside agent, the [State] Coordinating Council on Resource 

Development ([S]CCORD), is used for authorization for the Fact Book 1973-1977. 

The Community College District Governing Board, in partnership with the State 

Board of Directors for Community Colleges, prepared the First Pick Facilities and 

Enrollment Planning 1973-1990 document. Marvin Tsohg is the President at the 

time of this document and it reflects the changes in the internal dynamics of the 

college in that there is no longer student or citizen and external community 

input, "this document ...is developed by the Associate Dean of Instructional 
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Services/Resource Management in close cooperation with the President and 

reflects information provided by faculty, instructors and research staff" (p. 1). 

They reference two "important research studies" to substantiate their figures, 

one is a special report from the Carnegie Commission on Higher Education, and 

the second is from the Division of Field Studies at Rutgers University. In 

maintaining that need for a hierarchal identity, college documents are always 

sure to list their current status with the NCA and its progress toward full 

accreditation, as well as any other professional associations, such as in, "College 

membership includes the American Association of Community and Junior 

Colleges" (Facilities & Planning 1973-1990 p.3). 

It is as if the institution itself is undergoing a professionalization process 

and is trying to establish its institutional identity, among outside entities, within 

its own profession, and with its internal constituencies as well, by constantly 

expounding its own credentials. 

In the Self Studv for NCA 1981 this document carries on the newfound 

emphasis on credentials by introducing foremost the academic credibility of the 

institution's personnel. At the beginning of the document is a list of the Self-

Study Steering Committee and the Chapter Committees. This information could 

easily have been placed at the very end of the document, as an appendix. 

However, now the format of the multiple pages hits the reader as a barrage of 

degrees. In most instances, if an individual has acquired a PhD, it is assumed 
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that they also have a B.A. and a Masters. In this instance, each degree is listed 

for every individual, for example, 

Jose George Iglesias, B.A., M.S.W., M.P.H. 
Larry C. Thompson, B.A., M.A., MA, PhD 
Jack Pate, B.A., M.A., M.Ed., PhD, 
Jack W. Fuller, B.A., M.A., M.S., Ed.D 
Peggy Holleman, A.A., B.A., M.A., M.L.S., 

Obviously these people are degreed! The message the college wants to 

emphasize is the simple fact that they are, indeed, credentialed. And this must, 

therefore, speak to their expertise and they must, therefore, know what they are 

doing. 

There is also evidence of increasing resorts to traditional titles and 

designations, as all those who were formerly called Subject Area Coordinator are 

now given the title of Department Chair. It might be that the College is 

responding to the perceptions of the agency it considers of primary importance, 

the North Central Association. And indeed, the NCA, it seems, has viewed First 

Pick in somewhat bucolic terms, but approves of the measures taken to become 

more sophisticated, "The Board in the past has tended to be provincial but is 

now beginning to participate in state and national trustee organizations" (NCA 

Visit Report, 1981, p.38). As a consequence of this increased attention to 

credentialing a change in certain aspects of institutional texts becomes apparent 

in the use of distancing language, euphemisms and use of quantitative rather 

than qualitative descriptions. 
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In four separate issues of the First Pick Community College News, (Vol.1 

No.l &2, Vol.2 No.l 1975 and Vol.3 No.l 1977); numbers are still interspersed 

with personal and programmatic success stories. The college's definition of 

success could be considered " access", in that it tabulates the thousands of 

students that have passed through First Pick's doors, and its far-flung satellite 

sites, even if its only for non-credit courses. The college assumes a positive 

correlation in this quantification, equating sheer numbers served with needs met, 

in a sort of "golden arches" mentality. One of the favorite phrases of documents 

is that "...virtually one of ever/ four adults in First Pick County has taken a 

course at the college...(NCA Self-Study, p.l49). 

In terms of interpreting needs into services, rather than asking 

constituents what they require from the college through forums or dialogues, as 

was the process in Phase I, here needs are reduced to a single standard 

instrument, the ACT Institutional Self-Study Service (5 Year projection 1973-1978 

p.79). The means of conducting the 1981 Self-study are also different than the 

one conducted in 1971. Then, constituents were surveyed through discussion 

groups. In 1981," ...the group decided to develop questionnaires tailored to the 

major aspects of First Pick" (p.3). The use of an instrument, rather than direct 

discussion, more than likely is a function of size; however it does remove the 

process to a more objective and quantitative position. In terms of goals, the 

college's main concern is an "on-going evaluation of personnel and programs and 
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planning for the future." 

Ten operational goals are listed for First Pick for the acadennic year 1980-

81. In none of these is diversity or any elennent of diversity mentioned as an 

aspect of institutional ambitions. In each of the ten categories, whenever the 

college refers to students, it never specifies any specific constituency, even 

under rubrics where it would seem most plausible. But the documents 

habitually now speak of students in economic terms in the language of markets. 

For example, in Student Recruitment and Retention, they speak of recruiting 

students from "specific markets". Not identifying the constituency they are 

referring to leaves the goal vague and harder to substantiate or examine for 

accountability. In fact institutional goals themselves are steeped in the 

language of industrial management. The college seeks to "...increase the 

productivity, cost-effectiveness, and management efficiency of all units and in 

all aspects of College operation." 

In the 1981 Self-Study, the Chapter on Instruction discusses diversity 

somewhat disguised or toned down as "variety", though it is mentioned on 

several levels, and is listed as a "strength" of the institution, but in vague and 

non-differentiated ways, 

"Strengths...There is great diversit/ in subject matter, materials and 
instructional personnel...Rich instructional methodologies are utilized to 
accommodate students with different learning styles and rates...There is a 
strong concern for internationalizing courses (p.65). 

In the Self-Study, under the category of Administrative Achievement, there is 
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no aspect of the criteria for success that deals with human interaction, 

communication or the overall well-being of those managed and supervised. In 

fact people aren't mentioned at all except as the vague and irreducible "public". 

Effective management might be measured by such criteria as timely 
completion of projects by the unit, types and amounts of services provided 
to the public or other units of the College, and the ability to function within a 
prescribed budget (p.59). 

The move to a quantitative emphasis is enforced through another theme that 

emerges is the college's concerns centering on external factors and economic 

conditions. Contained within the Summary of the First Pick County Community 

College District Master Plan 1980-85. the College contextualizes the document 

right at the outset by describing the factors that influence the college, that the 

Master Plan is written, "according to the external, postsecondary, and College 

environment, based upon influences of a social, political, or economic 

nature..."(p.2). In the District Master Plan, there is, it seems, really only one 

sphere of influence that is most important, and that is economic. This 

supposition is corroborated when the document lists the seven trends that are 

most important for the college, 

...these trends are identified... 
1. ...limited fiscal resources available to postsecondary education. 
2. ...sluggish and slowly growing economy...high inflation and 

levels of unemployment 
3. ...intensification of consumerism and accountability. 
4. Economic policies will vacillate between restriction and 

expansion... 
5. ...greater government bureaucracy and regulation. 
6. ...lack of clearly defined expectations for post-secondary 
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education. 
7. ...increasing emergence of a teclinological society (p.2). 

The needs of the community are condensed to mean those needs that are 

associated with employment, "A process shall be designed to respond to 

immediate training needs as expressed to the College by local employers" (p.6). 

Despite the claim of a responsive relationship with local business needs, 

another issue that seems to afflict First Pick is uncertainty about its identity as a 

community college and what roles it wants to take on. In a 1973 article 

published by Council for Financial Aid to Education, one of the major 

characteristics of two-year colleges is described, ""Leading the way in...the 

strongest movements in higher education is...the push towards broadened 

vocational or "career" education"(p.l). 

Though First Pick makes consistent references about its focus on 

vocational/occupational education, the facts and figures reported in the 

documents often do not substantiate the claims. The Interim Acting President, in 

the 1972 Newsletter touches on what, in the past and currently, remains a point 

of dissension in the community; where the emphasis was to be placed along the 

academic versus occupational vector; what role the community college was to 

play. There is still an effort on the part of the college to assure a conservative 

portion of the community that First Pick is abiding by the confines of what they 

perceives a community college "ought" to be: that is vocational education. First 

Pick is to be seen as. 
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...headed further toward the expansion of occupational education... this 
last spring semester saw-for the first time- a majority of students swinging 
toward vocational and technical programs. 

This is a contradictory statement because later in the same article the numbers 

in vocational-technical programs are listed as 35.3 per cent of the total student 

body, which does not constitute a majority. 

In the Five-Year Projection 1973-78, First Pick is still maintaining the 

more popular position of avowing its primary goal as being vocational /technical, 

and states that students are enrolling in General Education and Transfer courses 

because of "inadequate student counseling and advising"(p.74). Consequently, 

under the Counseling and Advising section of the Self Study, there is an 

emphasis placed on occupational education, "In-service workshops will be 

conducted with counselors and advisors to further their understanding of the 

concept of vocational education" (p.12). 

Even though there is an ever-present assurance that the college is 

increasing in vocational education, the figures show that non-vocational FTSE 

always outranks vocational FTSE almost 2 to 1 : charts list the number of 

students enrolled in either designation, i.e. university parallel or occupational and 

general (Fact Book 1973-1977). In the 1981 Self- Study, there is the 

recognition and admission that the college sees this disparity in terms of 

distribution of resources, 

Dissatisfaction with lab and classroom equipment was greatest among 
occupational program instructors. Administrators and Board members 
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also recognized the need for improvement and in equipment for classes 
(Self-Study, Ch. IX-Human resources p.131). 

In the early 1970s there is strong emphasis by the Federal government to push 

vocational programs, 

The Federal Government, through the Office of Education is definitely 
encouraging this thrust [career education],..Since Commissioner Marland 
(Assistant Secretary of HEW) made career education one of the top 
priorities of the Office of Education; many OE supported programs have 
come to reflect a career emphasis. Career education, of course, is not a 
program of itself; but rather a concept that OE is attempting to diffuse 
into every educational program it supports... thereby encouraging State 
and local education agencies to embody the concept in their own 
programs. 

Yet, despite the force of this position and contrary to what is a potential source 

of funding, First Pick shows a preference for university parallel programs. 

Inferences can be made about the desire to emulate the prestige of the 

university. 

The analysis of institutional documents provides an account and a context 

of how First Pick is conducting itself as an organization during fiscal stringency 

and the strident conditions set by such an authoritarian president as Marvin 

Tsohg. Under new leadership, the college will continue to undergo 

transformation. 
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The Fourth President 

First Pici< College is somewhat limping Into the turn of the decade. The first 

years of Phase II were marked by the extensive changes wrought and the 

decimation effected to institutional coherency by President Marvin Tsohg (1972-

1978). Dr. Charles Dill was acting president in the breach after Tsohg while a 

search was held for a new President. 

Yeah, Charles Dill...he was temporary, he was not meant to be in charge, 
he was just filling in until they found a President, as far as I 
remember....But let's back up. Dill, as far as I understand it, was just a 
Provost or something, a financial guy, and became the President 
temporarily, but I think it was understood that he would not be 
permanent (Interview). 

However, even temporary leadership keenly feels the dynamic of tension and 

suspicion that still runs high at the college, 

I remember when Charles Dill took over as Interim President for that year, 
I was serving as Faculty Council President or Chair, whatever you called it 
at the time, and I called him, I just wanted to open channels and we 
talked. He felt...he said, 1 feel comfortable about this, because I know 
you're not going to knife me in the back.' Which I think was his 
perception of what had happened to Tsohg (Interview). 

The lack of trust engendered in the past specifically by Tsohg and generally by 

the office of the Presidency itself is indicated by the newly implemented practice 

of offering only a one-year contract to the new President, "The authority and 

influence of the president has been diminished by the lack of an extended 

contract. He serves on a one-year contract."(Self- Study, p.49) 

In 1979 a new Chief Executive Officer is hired. Dr. Phillip Marcos. But as a 
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result of years of intensive focus on the internal machinations of the 

college through negative micromanaging, the Office of the President has 

also become isolated from external constituencies, "The broad level of 

presidential involvement is potentially exhaustive to the president and 

could have a deleterious effect on out-side constituency obligations."(ibid) 

Relationships between the president and the community have not 
been extensive, primarily due to the extensive re-organization. 
However the president has been urged by the Board to become 
more involved in civic affairs (ibid). 

In this most recent administration under Marcos, the restructuring and 

expansion of a hierarchy continues, 

...With the advent of the present administration at the start of the 1979-
80 academic year, the administrative structure of the college was re
organized along lines typically associated with a multi-campus community 
college. At the district level, Vice presidents for Administrative Services, 
Educational Sen/ices, and Student Services were established with the 
corresponding support staff necessary to coordinate these activities on a 
college -wide basis. These officers work primarily with the Executive 
Deans of the Campuses. The administration of each campus consists of 
an Executive Dean and Associate Deans and Directors in a number 
corresponding to the size of the campus (NCA Report). 

And it is not strictly the singular entity and the relationships of the Presidency 

that are conflicted. The dynamic between the Board of Governors and 

Administration also causes friction and concern, "Administrators interviewed 

perceive themselves as being caught between the Board and all other College 

constituencies because of the lack of clear delineation between the Board's and 

administrators' responsibilities" (Self-Study). 
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Concern: The need to more clearly define administrative relationships and 
the President's span of control." 
Institutional response: ..The President's supervisory span has been 
reduced...Although administrative relationships have been clarified, this is 
not true for the interaction between the administrator's responsibilities 
and Board responsibilities. Clarification continues to be needed on this 
important matter. 

An additional concern listed in the Self-Study is the faculty perception that 

the current Administration cannot appreciate the contribution that Student 

Services provides, both to students and to the institution, manifesting as a worry 

that these "softer, emotional" sides of the institution, represented by Student 

Services, are not valued, "An administrative structure...does not reflect or 

promote the feeling that student development services is an integral part of the 

total educational program." The response to this perception and the changes 

implemented show that there is simply an increase in title, which means that the 

value of Student Services is not necessarily demonstrated to Administration, 

rather, the status of Student Service personnel are raised, which might supplant 

a need for valuing the services themselves through the reluctance of the newly 

prestigious administrative heads of student services to cavil within their own 

ranks now, " Response-The administrative heads of student services...now hold 

the same rank and level of importance as other administrative head and report 

directly to the executive dean of campus"(p.34). It is not value, then that is 

added, but 'importance' read as prestige and status that will act as remediation. 

The NCA Self-Study and the NCA Visit Report are written during the tenure of the 
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Marcos. Introducing the Self-Study is a letter from Marcos as the new First Pick 

President. Dated January 13,1981, he wants to ennphasize that the college 

welcomes scrutiny, "We believe very strongly that as an institution we can profit 

immensely from such an external professional evaluation." He is also eager to 

show that there is still a collaborative effort engaged within the college, that the 

institution values quality and self-accountability, and that it will continue to grow, 

This document is the result of the self-study conducted by our collective 
staff of students, faculty, support staff, administration and Board of 
Governors...We will...build upon past progress...and further expand as new 
resources, opportunities and responsibilities warrant. We will not sacrifice 
quality for quantity...the primary responsibility for enhancing institutional 
vitality and quality lies within the institution itself. 

Marcos feels the need to address First Pick's tumultuous past. However, he 

seems to, ultimately, want to justify the institution's actions as only a derivative 

of time and growth. 

Concerns about the problems of First Pick Community College occasionally 
seem to overwhelm those viewing the institution from the outside. For 
example, news reports over the years have focused on faculty dissension, 
administrative turmoil, and Board disputes. Indisputably, we have had 
dissension, turmoil and disputes. What large ten-year-old organization, 
public or private, has not?...All too frequently, however, the tremendous 
and pervasive strengths of the college have been overlooked in the uproar 
over its problems. 

It seems they are aware of the former "hey day" reputation as idealistic, but call 

upon not quality but quantity once again as the nature of its current service to 

the community. 

Moreover, the broad appeal of the College is not something of the past 
only...It should not be forgotten that, as of 1980, virtually one of every 
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four adults in First Pick County has taken a course at the college. With 
such a widespread and continuous mandate from its service area, First 
Pick looks forward with confidence to the future (p. 149). 

The two main documents, the Self-Studv for the NCA. of January 1981 

and, in somewhat of a dialogic response, the NCA College Visit Report, four 

months later in April of 1981 deal extensively with organizational structures and 

behavior in this Phase. It is opportune that these documents are written at the 

end of Phase Two as they can be comprehensive in their scope of the 

examination of the college. They are privy to a full decade of First Pick relations, 

actions, seeming motivations and goals. Both documents offer an honest review, 

examining all of First Pick's institutional warts. In the Self-Study, the section on 

Institutional Dvnamics is principal in understanding the processes that First Pick 

has undergone, and how such processes truncate the ability to create a more 

pluralistic setting. Significant themes that emerge from these two documents 

indicate that there is obviously still a lack of knowledge on how to pull together 

and create a cooperative working environment. Even the NCA, a conservative 

accrediting agency can see the handwriting on the wall for First Pick and the 

implications of its internal organizational turmoil. 

This Phase of research ends with the last two institutional documents 

published under Marcos' term. One is A Decade of Service of 1980, and the 

second is The President's Report of 1981. Marcos emphasis remains focused on a 

partnership with local businesses and with Marcos as president, it is under the 
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influence of business and government that the college is shaped along the lines 

of their bequests. The pull of "career education" has finally made itself felt, full 

force, at First Pick. Marcos President's report makes that obvious. 

First Pick College has established two-way communication with 
business and government and has received excellent suggestions 
for improving its services. For example, as a result of meetings 
with representatives of IBM, Levy's (a local department store) 
Valley National Bank and other employers within the College 
district, we created a Career and Job Placement Center...We are 
now proposing the formation of a College Institute which will offer 
short-term, intensive training and open-entry, open-exit instruction. 
The State Legislature has recognized this need and provided the 
mechanism which will allow us to respond to it. 

The cooperation between First Pick Community College and 
business is particularly evident in the partnership with the rapidly 
growing and changing high technology industries, represented by 
A.G.M. Electronics Inc., Burr-Brown Research Corp., Hughes 
Aircraft Co., IBM Corp., National Semiconductor, TEC Inc., and 
Zirmex Inc.... A month of intensified training qualifies a student to 
assume any entry-level position on a microelectronics assembly 
line.... 

The Airport Consortium is another college-industry effort to 
coordinate training and study programs common to the industries 
and involved Gates Learjet Corp., IBM, Hughes Aircraft, and Burr-
Brown.... Burr-Brown makes available its training center while the 
classes are run under the auspices of First Pick College...To the 
best of our knowledge, this pre-employment cooperative skills 
training program in microelectronics is the only one of its kind in 
the country (Perennial reprint of President's Report, 8/16/81). 

However, Marcos as a leader did not leave much of an impression on the faculty. 

Marcos was...sort of a... I don't mean to be negative, but I thought he 
was vacuous, I didn't think he had much substance. He was a super 
dresser and a charming man and he could speak beautifully and played 
golf and tennis and got into the community a lot, but I think he was not 
very dynamic as an educational leader (Interview). 

MJ- What was his philosophy? I mean was he interested in bringing back 
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innovation? I have no idea, that's what I mean. You see, he was sort of a 
non-entity as far as I'm concerned...You couldn't dislike him, but there 
just wasn't a whole lot there, in my opinion (Interview). 

I would say the watchword of his administration...was "pro-activity". That 
we would set up committees and try to head off problems, anticipate and 
be prepared. And I think that was very positive because it had always 
seemed to me like we were always fighting brushfires (Interview). 

I think he came in as Mr. Congeniality; to smooth the waters. He is 
smooth. I don't mean that necessarily in a derisive way. He is a smooth 
operator. Calm and collected. Nice presence. Kind of like a typical 
executive; taller than most, more handsome than most. He had a quite 
different style. Certainly we didn't go anywhere near back to the 
democracy phase, but he tried to knock off the rough edges. 

["MJ- How did this go towards soothing the waters? How did 
people feel?] 

Certainly, at least at the outset...this would have been the 1950's if you 
put it into U.S. history terms... There was more tranquil participation; 
things just went along (Interview). 

First Pick needed a brief period of respite, a period of tranquility, even 

though it is a kind of contrived artificial nostalgia, for it would be short-lived as 

the events of the next Phase of examination are ushered in. 
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Phase Two Summary 

The decline and almost eclipse of authentic investment in elements of 

diversity at Pima College can be attributed to several factors. While these are 

not justifications, in terms of excuses why the commitment to diversity wavered, 

they do however contribute to some greater insight of the myriad influences at 

work on an institution and how it can revert to a dominant cultural norm and 

form. Institutional change can be an uphill climb, given both the nature of 

higher education and the nature of large, bureaucratic organizational institutions, 

which is what higher education has become. Mayhew, in Legacy of the 

Seventies (1977) discusses how the "power of traditional academic structures, 

practices and values is great". The innovations of First Pick College, evidenced 

in Phase I of this document analysis, were introduced at a time when profound 

changes in the conceptualization of higher education were taking place, with an 

expansion of democratic ideals toward social justice and equity. These ideals 

were being made manifest as new, non-traditional types of institutions sprang 

into being, with the junior college as a major player in this expansion. Though 

these new innovations may have been lauded, they were also perceived as 

threatening to the traditional academic culture. However, traditional academic 

culture ostensibly rests upon ideals of democracy and freedom, so that is difficult 

to voice objections to innovations that call upon those very notions. The result is 

a form of ambiguity and hypocrisy, a situation where, 
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"What emerged to assure institutional and professional security was a 
paradoxical juxtaposition of academic marketplace behavior and extreme 
egalitarian rhetoric" (Mayhew p.2) 

In the documents organizational change takes precedence, not to flatten 

hierarchy or to instigate or maintain non-traditional structures, but to bolster 

hierarchy wherever it may have been left lacking from previous, more democratic 

administrations. Philosophic diversity becomes mimetic and vestigial. And not 

so ironically given the events that transpire, Environmental diversity is non-

perceptible. Representational diversity is paradoxical and contradictory, bearing 

in mind the weight of new Affirmative Action Legislation, with an increasing lack 

of interest to actualize differing types of diversify within the institution itself. 

Phase Two of document analysis shows that, with the inevitability of what 

Perrow calls, "the view of organizations as tools in the hands of their masters" 

(1986:8), First Pick Community College seems to have lost its potential for 

creating a new and different kind of educational institution, and has slid, rather 

eagerly, into an institutional culture that cares little for diversity, fostering or 

preserving egalitarian practices or maintenance of supportive and supporting 

relationships. Its "masters" become hegemony, turf wars, business alliances, 

and the FTSE dance for the dollar. Cohen and Brawer note that "...actual 

procedures maintained in community colleges tends toward bureaucratic and 

political models (1996, p.103). Ironically, the NCA, the accreditation agency, 

gives its own subliminal nod to the direction of the institution by declaring that. 
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"Measures are being taken to develop a corporate identity by the executive 

cabinet while at the same time fostering a healthy competitive spirit." 

This comment Is listed in the accreditation report as a strength. In the 

NCA Visit they also seem to view competition as healthy and commend fostering 

it within the institution, 

Current administrative structure allows for direct representation of each 
campus to the president by the executive dean. This places the three vice 
presidents in a coordinating and facilitating role and establishes a sense of 
competition among the dean's group. This competition is seen as healthy 
and has been well managed and essentially produces a drive toward 
excellence by all parties. Key to the success of this model is the style and 
capability of the president (p.13). 

This period entrenches First Pick on a certain path. Brint and Karabel 

(1989) hail 1971-1985 as "The Great Transformation" in the history of 

community colleges (p.102). With its embrace of the traditional collegiate forms, 

with declining enrollments for students of color, with the deep-rooted suspicion 

and enmity between Board and Administration and Administration and faculty, 

the page is somewhat writ. What has occurred, through the process of 

documentation itself, is a reproduction of a grand narrative, where all but the 

powerful and the elite are excluded. The story of First Pick College, here in the 

second Phase of examination, becomes a story of a system out of balance; the 

faculty in opposition to the President of the College, Board of Governors and the 

Administrators. The needs of students and external communities are obscured 

and marginalized in the sinecure of expansion and revenue seeking of the 
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institution. In the institutional documents, the hegemonic cultural mode has 

prevailed, with the primacy of quantification and the loss of an equitable balance 

of powers. Slowly the stories evolve into one of power struggles within ranks, as 

well as through ranks. Faculty become factionalized, entering into small enclaves 

and coalitions for power within the institution. 

In what is perhaps a definitive example of Phase II institutional texts, 

there is a claim in 1972 that to further establish the commitment to concepts of 

access and equality within its mission, the First Pick Board of Governors renamed 

the institution to First Pick Community College. In actuality, it was the 

Legislature that "amended the law to change "junior colleges" to "community 

colleges" in 1971 in all state community colleges (State Board of Directors for 

Community Colleges, 1997). The First Pick Board of Governors simply turned a 

mandate into an opportunity to present themselves as communal-minded. The 

ideals of fostering, sustaining, and preserving diversity and advancing social 

justice within an educational institutional mission have simply become a rhetoric 

opportunity for the purposes of public image. In terms of diversity and sincere 

efforts to constitute a pluralistic institution, Mayhew notes a change that takes 

place in the concept of the community college, "...the egalitarian goal expressed 

by the phrase "the open-door college...the fact is that the theoretical open door 

is really a revolving door..." (p. 26). There are dwindling opportunities for a 

diversity that personifies Indigenous thought or practices along the lines of 



holistic well-being at First Pick Community College. It seems as though the 

chance had come, but diversity was shown to that revolving door and spun out 

of First Picl<'s conceptual and concrete grasp. 
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Introduction to Phase Three: 1982-1991 

Arthur Cohen (1984) notes, 

...by the 1980's the nearly 1,000 [Community College] institutions were 
enrolling 4.5 million students, or more than one-third of all people 
engaged in formal post-secondary education. The colleges had grown 
large, 45 of them had more than 15,000 students enrolled (p.7). 

First Pick had continued to grow as well. In a 1990 document, the college 

describes itself, retrospectively. 

By the mid 1980s enrollments for credit courses exceeded 24,000 and for 
non-credit courses 23,000. The Environmental Technologies Center, a 
state/county training facility was established on the Daybreak campus in 
1985. The Skill Center was consolidated into a single complex at its 
present location in an industrial park (1990 Draft of the Self Study to the 
NCA). 

Though this may seem a continuing fluorescence, the eighties as a decade were 

not kind to American public higher education. In January 1981, Ronald Reagan 

took office as President of the United States. There began an extended period of 

"Reaganomics" that carried with it a soaring federal deficit, with higher 

government spending, yet a decrease in grants and aid from the federal 

government. While the federal government grew, support for science research 

increased as did defense spending. The number of people overall (White, Black 

and Hispanic) below the poverty level increased almost every year between 1981 

and 1992. (Statistical Abstract of the United States, 1996) In reference to 

diversity, as representative of the GOP, Reagan was against civil-rights legislation 



354 

and hostile to remediation programs for past discrimination such as Affirmative 

Action. Reagan was not any more favorable towards the newly formed 

Department of Education, "The future position and role of the Department of 

Education is somewhat uncertain, since abolition of the department was among 

President Reagan's campaign promises" (Hastings, 1980:19). 

Reagan's U.S. Secretary of Education was another consen/ative, William 

Bennett, who emphasized quality and values. The end of the 80's would see the 

re-election of a Republican to the presidency, George Bush. 

Proposition 13 passing in California meant to reduce property taxes. Though 

not exactly duplicated in other western states, it did signal a decline in local 

support of community colleges (Parnell 1982). State support continued to grow 

somewhat, yet federal support was simultaneously decreasing, "Coupled with the 

declining local support are the accomplished and threatened cutbacks in federal 

student aid by the Reagan administration" (Parnell: 35). 

Terms used to describe the climate of the 1980s are words such as "severe" 

and "austere" and phrases such as "fiscal stringency", "economic stress" and 

"diminishing resources", perhaps best summed up collectively as "retrenchment". 

These descriptors are not just about the state of economics, but also about the 

socio-political attitude of the country in general towards social programs and 

issues of social justice, race and equality. Social programs were now called 

"entitlement programs" almost pejoratively. "Free" postsecondary education was 
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a concept of the past and more and more community colleges had to pass 

increased costs on to students. There were more questions as to what portion of 

the cost of education should be paid for by the student and what part by society? 

(Vaughn). This austerity of both funds and feeling hit higher education hard, 

The decade of the 80s will be stressful for postsecondary education. 
Declining enrollments, changing clientele, reduced resources, and 
regulations imposed by external agencies accompany growing concerns 
about quality (Richardson & Rhodes p.206). 

The issue of "quality" is in effect a backlash against the concept of open access 

promulgated in the decades of the sixties and the seventies. Some aspects of 

the "educational reform movement" began with publications such as the 1981 A 

Nation at Risk and Mortimer Adler's 1982, Padeia Proposal: an education 

manifesto that focused on secondary education, eventually moving into 

postsecondary policy. Other discourses started in higher education, such as E.D. 

Hirsch's Cultural Literacv, Dinesh D' Souza's Illiberal Education, both in 1987, and 

perhaps culminating and peaking in galvanizing the public around issues of 

"excellence in education" was Allan Bloom's The Closing of the American Mind. 

(1991). This euphemistic shot reflected the "culture wars", usually centering on 

issues of the curriculum with defenders of the status quo seeing the Western 

canon as the civilizing and cultural "glue" that brings coherence to both the 

nation and the world. Western traditional values were seen as the norm, the 

necessary continuity that creates true history. Some saw a hidden agenda in this 

rhetoric of excellence, 
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...a good deal of this fault-finding is based upon pure snobbishness with a 
socioeconomic class status and racist tinge...we have to guard against this 
"reform" movement if it becomes a cloak for a revival of exclusionary 
politics...(Atwell, 1985 p.32). 

So there were detractors from this universalizing, including Critical Theorists who 

were in the process of deconstructing the "grand narratives" of the West. 

However, the call for excellence in education hit a nerve with a large 

sector of the American public, who either did not understand the entire process 

of inclusion, felt somewhat assailed and beset upon by the demands for 

inclusion, or simply did not want that process to occur. These perspectives had 

an impact on community colleges as well, "Community colleges will not escape 

public pressures for accountability...pressures for improved quality in the midst of 

austerity" (Ibid). 

The leadership in the American Association of Junior and Community 

Colleges also changed hands early in the 80s, and like the nation's new leader, 

had a conservative view of education that focuses on economics. In 1981 Dale 

Parnell assumed presidency of the AAJC and would steer the organization in a 

different direction than his predecessor, Edmund Gleazer Jr., 

Gleazer viewed the role of the community college as a catalyst for 
community renewal; Parnell views the communit/ college in a more 
traditional way as a provider of services, working in partnership with 
business and industry to 'put America back to work (Vaughan, 1983:29). 

Vaughan goes on to list several trends that "threaten the institutional integrity" 

of community colleges; 1) the quality revolution 2) Partnership with Business and 
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Industry, 3) Loss of comprehensiveness, 4) loss of funding for Community 

Services, 5) Increasing costs to students, 6) Abrogation of decision-making 

powers (ibid). 

Life at First Pick Community College coincides with these national trends. 

The profile of First Pick is marked by stringency, alienation and increasing 

bureaucratization. Vaughan goes on to speak to the notion of college autonomy, 

and says, "As encroachment on the campus decision-making process occurs, 

leaders must be prepared to fight..." (p.32). But assuredly, he did not mean in 

the way First Pick leaders are fighting. Rather than combining forces and 

resisting external influences that threaten the integrity of the college, in this 

Phase of examination, during the decade of the period from 1982-1991, the 

leaders at First Pick continue the convoluted dynamics of governance seen in the 

two previous phases. As summarized by Vaughan (1983), on a national level the 

eighties began with a diminution of concern for the community college. 

Society's enthusiasm over the community college-so warm during the 
1960s-has chilled a bit. Legislatures are cutting funds, regulatory 
commission and governing boards are cutting programs, the federal 
government is cutting student aid; administrators are cutting faculty. All 
is not well In the people's college (p.28). 

The "chill" of the 80's extends to ail educational institutions and also becomes a 

dominant theme in the literature of higher education pertaining to institutional 

climate. Community colleges see themselves as avant garde in this particular 

sphere. 
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Report on the Future of Community Colleges. In 1988, the Commission 
issued its report titled Building Communities: A Vision for a New Century. 
The report defined "community, not only as a region to be served, but as 
a climate to be created. Community colleges were to play an important 
role in creating the climate and serving the region (American Association 
of Community Colleges). 

Institutional climate plays a pivotal role in the internal circumstances of First Pick 

during this phase of examination and aspects of environmental diversity and 

organizational diversity are crucial to the turn of events and their eventual 

outcomes. However, First Pick is keeping a "low profile" after the high public 

visibility given to the college by Tsohg's tenure and dismissal. In the beginning 

years of this phase there are fewer articles in local newspapers about First Pick, 

and institutional documents are mainly concerned with the continuous NCA visits 

that occur in the 1980s. Also, the number of constituent surveys conducted by 

First Pick impacts this phase of examination. Consequently, the voices of college 

personnel and community members add to the voices of those individuals that I 

interviewed as data of experiential knowledge of the institution. 

Lived Experience within Phase Three 

The faculty I interviewed document and the above mentioned surveys 

augment the voice of constituent experience at First Pick College as one of 

incremental disenfranchisement on several levels. In one instance, a new 

"culture of business" is emerging at First Pick, formed through several influences 

bearing upon the college, some directly from NCA directives. In other instances, 
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the pressures result from larger current national trends operative in higher 

education, such as the increase of academic capitalism. In both instances, the 

consequences are a distancing and alienation between faculty and structures of 

governance, even those meant to serve faculty. The Indigenous norms and 

values of respect, consensus, inclusion and participatory decision-making are 

superseded at First Pick and in place is a more centralized and bureaucratic 

administration. 

First Pick's new leader. Dr. Phillip Marcos, assumes the presidency in 1979 

and is hit immediately with the financial stress that at the turn of the decade will 

characterize much of the eighties, setting the tone of the college as one of 

ambiguity. 

Uncertainty surrounds First Picks $23.5 million budget- Uncertainty has 
forced First Pick Community College planners to walk a financial tightrope 
as they prepare next year's budget...the planners are uncertain how much 
money the state will provide...they are uncertain whether the state will 
approve a $50,000 special appropriation for a second time...They are 
uncertain how much of a raise will be awarded to about 240 full-time 
faculty members...They are uncertain how much of an Increase they can 
expect in new property tax revenue...they are uncertain how much the 
federal government will provide for college work-study programs that aid 

low and middle income students...This is a very uncertain business.' said 
First Pick Budget Director (Perennial, 1981). 

In this phase, the lived experience of faculty once again focuses on the 

relationships between faculty and administration, and faculty and the board. 

Similar to the current running through the entire college, these relationships are 

characterized by uncertainty and mistrust, relating to aspects of environmental 
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diversity. For the faculty at First Pick issues of trust mainly focus on whether 

resources are being distributed equitably and the continuing doubt that faculty 

interests are being supported by those in positions of leadership and governance. 

The faculty is definitely feeling the negative consequences of the funding 

shortfalls, with considerable disagreement between administration and faculty 

concerning pay raises for full-time faculty. The president of the First Pick 

Education Association spoke to the local newspapers, stating, 

'Contract talks are at a stalemate'...He said the faculty and the 
administration are 'several percentage points apart' in wage negotiations. 
He would not elaborate but rejected administration statements that there 
is no money available for raises (Perennial, 3/4/1981). 

Facultv wants 16% hike. First Pick offers zero- President Phillip Marcos 
and a member of the Board of Governors steadfastly refused to comment 
on faculty-contract negotiations that began Friday...'All we want is a 16 
percent increase to continue at the buying power we now have', said the 
faculty negotiator...He said a one sentence economic proposal from the 
administration calls for the 'status quo in terms of the available money for 
total compensation packages...They're offering zero (Perennial). 

One faculty member attributes the economic severity to both the national trends 

and the particular state where First Pick resides, 

Economically...well, this all came from the West Coast, California, probably 
during Reagan and post-Reagan times when they realized they could cut 
budgets...And Reagan really won the hearts and minds of, not the 
academics, not the academicians there, but the hearts and minds of the 
bureaucrats in California, and it swept across the country, maybe half-way 
across, because its union from the mid-west and on, its all pro-union. 
And so the "right to work" states are the Western states... what "right to 
work" means is that you have the right to work for anything we decide to 
pay you, so that's why [they] get away with what [they] can in this state 
(Interview). 
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There is also understanding and some resignation to the current state of affairs, 

dictated as they are by forces seemingly out of control of the faculty, located in 

tiers of authority on levels above them. 

...because the whole country was going that way ... [higher education] is 
led by the cultural trends of our nation, and our region tells us how we cut 
the deal. So California tells us how we cut the deal out here on the West 
Coast. New York and Washington D.C., Detroit tell us how we're going to 
cut the cake on the East coast, but they have the union and old socialist 
activists who put a little more left edge to it. The more cultural minorities 
that are in prominent power positions are on the East coast, whereas you 
have settlers on the West coast, the old territorialists, working through the 
agricultural domains, who set our pace out here. The old agricultural and 
mining communities played more into the Reagan realities, but then that 
lasted a lot longer, it gave us Bennett. It became the war on everything! 
(Interview). 

...and the Presidents and the Chancellors go to these different 
conferences, the AAJC, the Association of Junior Colleges, and the 
regional meets and come to conclusions about what trends to follow, and 
then both Presidents and Chancellors have their own associations. They 
work out plans as to what their unified philosophies are going to be, to 
clarify their missions and goals for the institution. Then it filters down 
philosophically (Interview). 

The feelings of being distanced from decision-making and leadership are 

exacerbated by the fact that in 1983 administration is moving off of the Best 

Campus into its own facilities, separate from any other First Pick campuses. 

First Pick Officials moving east to downtown- Phillip Marcos, president of 
First Pick Community College will move with four of the school's vice 
presidents and 23 other employees to new offices...Opening the new 
District Administrative Service Center will create more classroom space at 
First Pick's Best Campus. It will also comply with a recommendation from 
the North Central Association of Colleges and Secondary Schools that 
administrative offices be moved to a location more accessible to the 
college's three campuses (Perennial 1/27/83). 
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...in September 1983, the Board began meeting in the new Governing 
Board room at the District Service Center, rather than on the other three 
campuses as had previously been the case (NCA 1984 Focus Visit Report, 
p.20). 

The plan to move was in effect since late 1981. At that time President Marcos 

was still in the initial stages of looking for alternative space other than the Best 

Campus. An outspoken Board member felt the administration should stay on 

Best campus as the site was already paid for, and criticizes Marcos for not simply 

constructing new buildings for the needed additional space. 

Dr. Jason Chambers spoke out against the effort during a recent board 
meeting in which the board approved the concept of relocation. 
Chambers said that If administrators needed more space, they should 
build on the 270 acres of Best campus land, not spend money on rental 
property or another site (Civilian, Nov 16, 1981). 

However Marcos is acting under NCA directives, exerting external pressure for 

First Pick to emulate other colleges with similar structures, 

Marcos said...the decision to look for office space in a central area was 
based on a recommendation by a visiting accreditation team. Members of 
the team mentioned that most multi-campus operations followed a pattern 
of central headquarters (Ibid). 

Recommendations from the NCA or no, following edicts to create a larger 

bureaucracy further distances the governing body for many First Pick faculty and 

staff, acting as an additional split in the already frayed community. Many faculty 

and other personnel see the move not only as physically distancing from the 

students and daily activities of Best campus, but a psychological one as well, one 

that entrenches the administrative in a different tier of power and authority. 
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coalescing into a strong emergent "culture of business". The subsequent 

detachment feit by faculty also relates physically and psychologically to 

inaccessibility of leadership and governance from its constituency, making 

inclusion and participatory decision-making difficult; severing any sense of a 

cohesive community. This chasm between faculty and administration and the 

other chief actors within the system of governance are most obviously manifest 

by the two divergent conditions/cultures that result; a faculty culture which is 

still student centered, the other a growing administrative culture seemingly 

concerned only with the commercial aspects of education, 

... We had a [new] District Office... They are strictly business...strictly 
business. And what's so interesting with that is that those offices used to 
be housed here on this campus. And it was mostly the first and second 
floor of this building. And this building has expanded, so it used to be 
smaller. Look at the size of that facility! I mean it is humongous! Here's 
another perspective of a different culture... they are very business. They 
don't have the student issues in their facility. They are working at 
managing and maintaining a day-to-day, eight to five business 
atmosphere. They're not working until seven; they don't work 
weekends...their operating hours are business. Very, very different 
culture. BUSINESS! (Interview). 

They have their own campus, their own network... They have their own 
culture separate from anything that any student could have anything to 
do with. Students don't have to go there at all. They don't have to see 
one student in that building, except for the Board meetings (Interview). 

...a lot of things happen during the day that we can't make it to the 
meetings. The same thing occurs about some of our committees. Our 
district committees are met during times that administration can be there, 
not the faculty. It doesn't matter whether the faculty can be there or not, 
it's really the administrators who have to be represented at those 
meetings, not us (Interview). 
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...what the administrators want versus the faculty's trust in the 
administration and OUR goals are somewhat clogged up by the heavy 
hand of the administration, by the fact [that] the distant campus 
administrator culture is different from ours (Interview). 

The distance created by the physical move caused one Instructional faculty to 

observe the administration as merely functionaries, and to acknowledge his 

diminished commitment. 

You see, for me the administration [had become] a structural entity, like 
the utilities in your house. I mean as long as the water pipes are doing 
their thing, as long as the water is flowing, as long as the lights are 
working. So no, I'm no longer... I'm not an institutionally focused person 
anymore (Interview). 

Across the nation many community colleges are experiencing a breach between 

and through their ranks, "There is evidence to support that community college 

faculty are becoming alienated from administration, from institutional goals and 

from one another" (Richardson, p.206). 

This is certainly the case at First Pick Community College, although many 

of the First Pick institutional texts speak about the importance of community. 

The Five-Year Master Plan (1981-86'). not only refers to the economic conditions 

impacting the college, but also references environmental diversity in its concern 

for "treatment of resources" and equitable conditions. Under Instructional 

Methodoloav. the document speaks to how faculty are asked to increase their 

work loads, though it does not say what other responsibilities are shifted or 

restructured, or whether these extensions represent simply more work for faculty 

in additional to their current, regular instructional duties. 
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• Faculty will extend self-paced and/or mediated instruction to more courses 
than at present. 

• Faculty will extend experiential learning options to liberal arts courses." 

First Pick faculty also feel that changes mandated by the Board are 

beginning to encroach upon the autonomy of the classroom and faculty control 

of their own professional domains. The Board, however, sees the new emphasis 

on business and technology as acting realistically and practically in response to 

larger national trends. Along with the general cries for improved quality in 

education, the nation is feeling a new sense of competition in technology and 

corporate leadership, specifically from Japan. (Richardson, p.240) Consequently, 

there is an increased emphasis on responding to the manpower needs of local 

business. One result is the deviation from the traditional time-frames in which 

courses are usually delivered. This goal is about the only item to have achieved 

Board consensus. 

The [First Pick] Board of Governors voted unanimously last night to create 
the First Pick College Institute- an administrative unit that will offer 
abbreviated curriculum rather than following the regular 15-week 
course...College officials want to begin the institute with classes in 
electronics, computer science and word processing (Civilian, 11/19/81). 

Faculty were not really pleased with these abbreviated courses. They felt that 

not only did such a short time frame cheat the student of comprehensive course 

knowledge, at times substituting credits for adequate subject comprehension, 

but it also created competition among the different campuses for students. 

Fifteen weeks is regular, right? So let's have eight-week classes! There's 
a big push here to condense our fifteen-week classes into eight weeks. 



366 

And then they say, 'well, if you can do it in 8 weeks, why can't you do it in 
four weel<s?...What about the learning?...And then...week-end classes. 
They do it in two week-ends! Four days for a 15 week class... 
[MJ- Do you get the same amount of credit?] - Oh yeah. They're 
supposed to be the same. Nobody would know... It'll show up on your 
transcript...They won't know if its Economics Two Week-Ends or 
Economics Self- Paced...they won't know if they have something tangible 
on the output end, instead of just a credit...But on the other side, if I offer 
Economics In fifteen week blocks, and [another campus] offers it in an 
eight week course, a reasonable person would say 'Well let's see here' If 
someone offers the class in two weekends...hey I got my credits!...But see 
that's the big question. I think most of these disciplines... many of our 
disciplines require a way of thinking, an approach. So I'm not of a part of 
the 'week-end college'. I taught it once and...no (Interview). 

A system practicing "humane modes of production" is not in place here. In 

many ways the brevity of course time is a sign of disrespect towards both the 

learning process and to faculty, with the expectation that they can simply 

condense their professional acumen into convenient "fast-food" packages for 

student consumption. These types of changes act as an arbiter of the shift to 

conceptualizing the student as customer/consumer within a market model 

mentality that was to soon manifest, full-blown, at the college, another 

organizational cultural trend in higher education management circles. 

Coupled with the emphasis that the college serves primarily as a 

manpower conduit for local business is the insistence on wedding industry and 

government to the curriculum, 

IBM gives First Pick College $160.000 in cash, computers to upgrade 
drafting techniques...for teachers and students and to develop work-study 
programs with local industry...The cash and equipment was included in 
awards totaling $9.2 million from IBM to 33 community colleges and 
technical schools and brought the company's contributions to First Pick 
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since November to more than $500,000...'By accelerating the use of 
computer equipment in technical and drafting education, schools will be in 
a better position to provide industry with the skilled technicians needed as 
manufacturing plants move increasingly towards automation. (Perennial, 
3/9/84). 

Many of the faculty at First Pick already mistrust the allocation of resources at 

the college, and thought that the emphasis on business and technology could be 

heavy-handed at times, 

I thought that the college was perhaps very receptive to changing 
technologies and the need to update and keep apprised. So that anytime 
a new machine came along, you know, we were almost hit over the head 
with it. 'We want to see that in the classroom (Interview). 

Faculty seems to have a fundamental cynicism about any equitable distribution 

of resources and doubts that the administration is communicating openly with all 

constituencies. Feelings of disparity are most clear when faculty are able to 

observe or are at least given the impression that fair practices are not being 

employed. This further splinters the First Picks community, by now dividing 

faculty against faculty according to disciplines. 

And then the technology people... If they go in and say' I need X squared 
computers' then they'll get it...That's right! They have been able, in 
recent years at least, to write their own ticket.... In the last ten, twelve, or 
even fifteen years, it seems like they can get every damn thing 
(Interview). 

Throughout the manipulation of course delivery and the increase in 

"career education" options, the Board is still acrimonious in dealing with their 

own internal interactions. 

The Board decided to vote next month on a proposal to limit debate by 
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any member to five minutes on most topics. The limitation would not 
apply to consideration of a master plan, hiring or firing a president, 
adoption of a budget or amendment to the bylaws (Civilian, 1981). 

Additionally, internal wrangling has consequences bearing directly on college 

governance issues that often get lost in the grandstanding. 

The board postponed adoption of a five-year master plan, abandoning the 
agenda shortly after 10p.m. Some members had stated earlier they 
would walk out of the meeting if it lasted past that point (Civilian, 
November 1981). 

One of the primary developments reported during the early part of 

Marcos' presidential term was the fact that the Board of Governors had finally 

adopted a Code of Ethics, though there was still the need to seek external 

expertise to mediate the internal disputes, "Dr. Joseph Cosand, nationally known 

community college leader, served as consultant at the initial workshop. Efforts to 

agree on a Code of Ethics were successful after two years of intermittent 

activit/" (Focus Visit Report, 1984, p.3). 

...With the assistance of College Staff, the Committee collected codes of 
ethics from other community colleges and model codes of ethics from 
national associations...on May 18, 1983 the Board adopted a Code of 
Ethics. In September 1983, the entire Code of Ethics was published in a 
Special Edition of the First Pick Community College Bulletin which is 
distributed to all College employees (ibid, P.10). 

The Code of Ethics speaks to issues of inclusion and of course, ostensibly, ethical 

behavior from those in positions of leadership and governance. The new code 

states that. 

Board members obligations, as a group, are both legal and ethical. The 
Governing Board of the First Pick County Community College District 
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commits itself to the very highest ethical conduct..." 
Criteria for ethical behavior are comprehensively inclusive in scope and ensures 

an environment where mutual respect is expected in all interactions, 

[As] Ethical Responsibilities, the Governing Board shall: 
1. Recognize its only duty is to represent the entire community. 

Individual Board members should recognize the unique aspects of 
their geographic constituency when considering the needs of the 
entire district...Insure an atmosphere in which controversial issues 
can be presented fairly and in which the dignity of each individual 
is maintained... 

The code obliquely addresses the history of exclusion in the leadership style of 

the First Pick board and seemingly puts into place a set of policies meant to 

remedy against that happening again, 

In Procedural responsibilities...the Governing Board acknowledges the 
concern of faculty and employees of the district in certain matters relating 
to possible misinterpretation of governing Board members roles and 
functions. In so acknowledging such concerns, the governing board 
affirms the following: That it has been and shall continue to be the policy 
of the governing board that the administration and faculty of the district 
have the opportunity to participate where appropriate in the decision
making processes of the district... That the governing Board recognizes 
the first amendment, freedom of speech principle, as fundamental to the 
operation of the district and that no employee of the district shall be 
subjected to economic or professional sanction for expressing his/her 
opinion in open meetings of the board...That members of the governing 
board recognize their responsibility to adhere to the code of ethics. 

However, that caveat of participation in decision-making 'Where appropriate" still 

acts as a conditional burr under the saddle of the college administration. To 

determine if the board is still attempting to micro-manage, the Self-Study 

Committee decides to develop a questionnaire, measuring changes in the Board's 

understanding of their role as policy-making only. Since the change in Board 
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membership, the questionnaire is also meant to give an assessment of board 

behavior by some First Pick personnel, 

The College Institutional Research Office prepared a series of five 
coordinated questionnaires, each with identical questions, and also some 
unique questions, which were distributed to all Governing Board members, 
all members of the executive staff, all other administrators, a random 
sample of one-half of the full-time faulty and a random sample of half of 
the one-half of the classified staff. 

Clearly, the questionnaire results show a lack of communication and the lack of 

any inherent formal organizational administrative structure, (or even informal 

means), that give faculty the opportunity to directly observe and evaluate 

administrative behavior. There are 32 faculty and 57 staff that say they "don't 

know" to one question and 43 staff saying they "don't know" to another 

question. The NCA visiting team also noted this, "In the Self-Study survey, each 

group was asked the question "Is the Board following its Code of Ethics?" Faculty 

and staff responses included a large number of "don't know" (Focus Visit Report 

p.lO). 

Sometimes the questions asked on the questionnaire were not worded in 

such a way, in my opinion, so as to get at the core of the issue expressed by the 

NCA team. For example in the section on Institutional Dynamics, the Self- Study 

team describes. 

On a controversial issue arising before the Board, the unsustained 
advocates of [an] issue continue to press their case even after a decision 
has been made and even in subsequent meetings. This results in 
repetitive discussions of the agenda and the issue is painfully prolonged. 
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The question used to address this issue on the questionnaire is; "Are Board 

discussions repetitive?" Phrasing the question to ask if Board members 

harangue or if vote results are ignored or some other wording might reflect the 

heart of the matter more accurately. 

The impact of Board exclusionary practices is strongly felt among college 

personnel. The report cannot avoid the obvious conclusions drawn from the 

questionnaire responses; there are definite schisms among faculty, the 

administration and the Board of Governors, 

The responses by faculty and staff to several of the survey questions 
indicate that further work is needed to gain consensus between the board 
and the employees regarding the Boards actions and methods of 
operation. Part of this might be a function of the need for more time for 
the changes brought about by new board members to be perceived 
throughout the college. 

The survey...responses and in particular the written comments do indicate 
a lack of agreement by many faculty and staff regarding such issues as 
the board speaking with one voice, divisive and repetitive board 
discussion, embarrassing behavior, and following the Code of Ethics. Of 
particular note is the large number of faculty and staff who marked 'don't 
know' to many of these questions...Of continuing concern is the lack of 
consensus among Board members and all administrators regarding the 
extent to which the Board interferes in administrative affairs. 

Ultimately, the college reported in the Focus Report for the NCA that the survey 

had been productive, concluding. The survey responses have served as a means 

to increase communication regarding board activities and actions" (p.22). 

The behavior of the Board will soon become of paramount importance to 

the college, as the NCA has singled it out for scrutiny. President Marcos, 
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distributing a letter to the Governing Board members and Representatives, 

Executive Staff, Faculty Council, Staff Council and District Student Council, 

writes: 

Dear Colleagues: "An examining team from NCA visited First Pick on April 
12-15, 1981, to help determine whether the institution should remain in 
an accredited status with the Association. As a result of the visit, the 
team recommended that, "First Pick Community College be reaffirmed for 
accreditation at the Associate Degree granting level and that an 
evaluating visit be scheduled in the Spring of 1987 with a focus visit in 
1984 on the role of the Governing Board.' This report, prepared in 
preparation for the focus visit, reviews the progress made in responding 
to the concerns expressed by the examination team in 1981 regarding the 
role of the governing board (p.iii, January 13, 1984). 

There have been changes in Board membership and some of the letter also 

speaks to inclusion and exchange in that the Board is attempting to take advice 

from the College President. It illustrates some attempts at inclusion of personnel 

from all levels of the institution, 

The election difficulties...delayed initial efforts by the new Board in 
organizing itself and in dealing with the issues raised by the examining 
team. However, the Board held a one and one-half day workshop on May 
6-7, 1983 and a one day workshop on August 4, 1983...At the August 4 
workshop, the Board accepted the recommendation of the President to 
appoint a ten member Self-Study Committee including 3 Board Members, 
(one of whom is an alternate) two faculty members, one staff 
representative, one student (and three other members of the 
administration (P.3). 

However, there is still no apparent reconciliation between the Board and 

personnel at First Pick. The lack of resolution between the Board and faculty and 

the Board and administrators is at times attributed to the type of leadership 

provided to First Pick by college president Phillip Marcos. Much of the feedback 
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from interviews concerning Marcos is that he did not have the sufficient 

wherewithal or political savvy to navigate and negotiate the tricky waters at First 

Marcos came in...His power relationships... He wanted peace. He wanted 
to please the appointed Administration instead of the [faculty of the] "Old 
Guard". That was a miscalculation. There was a Faculty Council, and 
politically there were new Board members, but then, he also ignored the 
Faculty Council (Interview). 

It seems Marcos did make an effort to bring the disparate groups within the 

college together but was criticized over the means he chose to build an authentic 

sense of community. But some members of First Pick were short-sighted, 

unwilling to concede that efforts to endorse and build "community" as a value 

and a priority, must be supported through institutional resources as well as 

rhetoric, and Marcos folded under the antagonistic admonitions so that his 

efforts were brought to a standstill. 

And certainly one of Phil Marcos'... one of his successes was he called this 
gathering of faculty and administration for... just a kind of a community-
building thing, a retreat...But it was working! It was wonderful. People 
were speaking candidly, improving the morale. A second one was 
scheduled, "x" number of months later. At the last minute, Marcos 
cancelled it. Somebody in the system had griped, 'How can you 
spend'...because it cost money, you know... 'How can you justify devoting 
money in a severely limited budget, AGAIN, to THAT!' Which means 
that something else is going to suffer. So he flinched (Interview). 

So the interlocking values of community and improving morale were shelved. 

The Self-Study team then issued a second questionnaire in the Fall of 

1985, again focusing on NCA concerns about the behavior of the Board of 
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Governors. This time the random sample contained not only full and part-time 

faculty, but all personnel. This document, the Survev for NCA Progress Report 

predominantly reflects on the organizational, hence structural, and environmental 

aspects of diversity at First Pick, 

...the Ad Hoc Committee on NCA Progress Report determined that a 
survey of College constituencies should be conducted to assess the 
progress made by the Board of Governors on the stated concerns. As of 
its November 13, 1985 meeting... the Ad Hoc Committee specified that all 
Board members, administrators, faculty and staff as well as selected 
student groups and other key individuals associated with the college, 
should be surveyed (their emphasisYSurvev for NCA Progress Report-
December 18. igss). 

There was not a great overall response rate (35%), but the responses that were 

returned opened a Pandora's Box of grievances against the Board, indicting the 

divided governing body and revealing strife among every level of personnel, who, 

basically, see the college as bereft of leadership. The condition of the colleges' 

"eco-system" is not providing much respect, relational integrity or reciprocal 

nurturance. There is a note in the survey stressing that all comments were typed 

"exactiv as written". Even among Board members writing about themselves as a 

governing body of only five members, the responses point to serious problems, 

Board Members 
"...it has developed its own set of difficulties. Three out of the five board 
members are new, but this is only one factor in the current board's 
problems...It has nothing approaching cohesion. There is no opportunity 
for the positive handling of conflict. Board meetings are formal rituals 
with all discussion stifled. The Board chooses to air its dirty linen and is 
willing to persecute non-compliant members rather than attempt to 
compromise or listen to divergent views...Information is censored..." 
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More often than not, the BOG is the source rather than a resource for the 

solution to problems. From Administrators came the comments about board 

conduct, 

Behavior of one or two of the new Board members is embarrassing to the 
college and detrimental to the image of the Board within the college and 
within the community. I am referring to inflammatory remarks...and even 
assuming a supine position on the floor during Board meetings. 

The interaction between the...members of the Board is a public disgrace. 
Good sense, good manners and sound judgment appear to be totally 
lacking regarding matters of conduct...! hope Board members can either 
mature beyond outrageously infantile behavior that is an embarrassment 
to all those aware of it, or give up their seats to others with the maturity 
and style necessary to serve the college and the community effectively. 

...we (First Pick Community College) are again in danger of at least being 
made a fool of by our Board members and more seriously, loss of our NCA 
standing...Board members must remember that the manner in which 
discussions occur at Board meetings often carries more of a message than 
what is discussed. 

In Faculty responses on the survey, some critique the Board's tendency to micro-

manage while simultaneously having the ability to ignore conditions at the 

college, "...the board appears to be shifting from constantly giving the 

administration direction...to what can only be described as benign neglect." 

While other faculty are concerned about the public image reaped from Board 

behavior, 

Board members are an embarrassment to the College! 
"The Board is too formal, too legalistic...needs regular skillful training in 
relationships...BOG is frequently divided on how to do business and rude 
to each other in the process. The public image is not good and I fear it is 
getting worse. 
The campaign against then Chairperson of the Board was one of the 
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slimiest and most derisive spectacles I have ever witnessed. The 
campaign against the incumbent BOG...actually turned First Pick employee 
against First Pick employee. Family members of this BOG member were 
humiliated publicly and professionally by a campaign of selective truth and 
innuendo...Once again our BOG is imploding in displays of ego and 
ignorance that are being reported in the local newspapers...We need to 
lift the board (as much as possible) out of these time consuming and 
petty squabbles and maybe an appointment membership would do away 
with this. 

A large portion of Faculty responses center around, not just how the Board turns 

a blind eye to the needs of the college, but also to the exclusion of college 

constituency in decision-making while flaunting Board power and authority, This 

Board has opted to have efficiency over democracy as operational policy...Board 

members are muzzled behind the scenes, maneuvering detrimental to open 

systems or shared powers." 

The Board is operating without soliciting information from students, 
faculty and staff. The District Service Center administrators have failed to 
provide good management and leadership; they seem mainly interested in 
politics, making speeches on excellence, hi-tech and productivity, wasting 
money on luxury...meetings and self-aggrandizement. They have isolated 
themselves from the problems of education, both physically and 
mentally...It's the blind leading the blind...the Board is failing to provide 
leadership and the administration deals in crisis management. 

At least one consequence of such behavior, among many others, is the 

abrogation of trust. Faculty withdraw from any kind of interaction with the 

Board, removing the potential for establishing a relationship with them and 

ending the probability of achieving participatory management, 

I have little to do with Board ever since an episode with Board members. 
I feel the Board makes decisions without really listening to those most 
impacted. 
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It is my personal and professional belief that neither the current college 
President, nor the majority of the BOG hold the confidence of most staff 
and faculty." 

I do not necessarily want the Board to speak as one voice so much as I 
want it to listen to as many voices as possible. 

Trust, mutual respect and the concepts of service and community are ruptured, 

The BOG is again 'at war' within itself and seems to be polarized...The 
impression I have is that the Board is once more split into "camps" with 
strong personalities contending for power rather than working for 
consensus on matters of policy as a Governing Board of a public 
institution. 

There is a decided and obvious lack of both respect and communication here. 

Interestingly enough, a consideration of the terms and conditions the college 

constituency find lacking, and which they advocate instigating, such as; mutually 

respectful behavior, democratic, inclusive processes, participatory decision

making; a sense of comprehensive, not selected privilege, and a unified 

community; are those aspects that characterize Indigenous cosmology. 

Obviously something had to be done. In February of 1986, the First Pick 

Community College District set a new Board policy on Institutional Governance, 

Recognizing the benefits of employee input into the decision-making 
process of the College, the Board of Governors directs the administration 
to develop a formal structure which will provide a means for discussing 
matters directly and substantially related to wages, salaries, and working 

^ conditions. The administration further shall develop a separate formal 
structure, as defined within the Prime Policy that provides for input into 
other policy matters which are not directly and substantially related to 
wages, salaries and working conditions. The Board shall not permit the 
delegation or dilution of powers and duties as prescribed by law through 
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any process" (BOG Policy No.1401) 

However the new Board in place cannot seem to find any sense of reconciliation, 

either among themselves, between themselves and President Marcos, or 

amongst themselves and administration and faculty. 

The combined and continuous pressures of the college continue to bear 

down on leadership and in 1987 President Phillip Marcos resigns. Though Marcos 

initially offers public assurances that the resignation was simply a career move, 

eventual accounts in local newspapers and interviews indicate, and even Marcos 

himself finally admits, that his resignation was a result of infighting with the 

board, the same as with his predecessors, 

Phillip Marcos...His tenure was the longest at First Pick Community College 
and he was praised for what he accomplished. Marcos resigned after 
months of rumors that board members wanted him out. But he said his 
decision was personal and had nothing to do with board sentiments...He 
said he is proud of what he had accomplished, but that he could not 
remain at First Pick because he and the board were 'miles apart' (Civilian). 

Former First Pick president Phillip Marcos...said that his first few years at 
First Pick dealing with the board were productive. But when the new 
board came into place, there was a Very strong philosophical difference', 
Marcos said...'the disharmony continued for two years (Civilian). 

One respondent spoke during our interview of that pattern at First Pick, of 

conflict between the Board of Governors and the college president that lead, 

inevitably it seemed, to the ousting of the president, '\..You know most of these 

presidents have had forced resignations! Marcos' resignation was forced by this 

really bad period...irresponsible Board members. His resignation...Whether he 
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was asked to resign, or whether he just read the handwriting on the wall and 

chose to resign because it was a very...stressed characterized group of Board 

members...oh absolutely a tragedy!" (Interview). 

Marcos resigned in August of 1987. Marcos' successor was Stan Angelos, 

a Hispanic man who had been with the college since its inception, starting in 

Student Services and working his way up the ranks. Angelos assumed the 

leadership role in February of 1988. The entire episode of Angelos' tenure as 

President, and the interaction of four of the five Board members in the upcoming 

year would rock First Pick down to its very foundations, hitting at the very core 

of institutional standing, accreditation. 

Public Expressions of Thematic Diversitv in Institutional Documents-

In writing up the findings of my research and considering ways to present 

my collected data during this particular phase of studying the college, I struggled 

with the sheer amount of institutional documents that spoke to both 

environmental and organizational diversity and how to balance those with the 

experience of the constituents within the college. The fact that the college had 

issued so many surveys helped in some ways, because those voices could be 

added to the persons individually interviewed, for subjective accounts and insight 

into experiences of the college. But it also struck me that my dilemma was not 

just the struggle to write up the increasingly complex narrative, though of course 
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that was part of it. But more than that, this overshadowing of personal 

experience by institutional documents mirrored the actualities of what was 

occurring at the college. The weight of institutional drama and the heightened 

aggravations caused by Board behavior, the "unauthorized" reorganization, the 

probation and subsequent accreditation and credibility fears and the suspension 

of President Angelos, all subsume the personal experience of internal college 

constituents; even by their own accounts, individuals are simply overshadowed 

by the chaos and turmoil of the college. Actors are lost in the symptomatic 

paroxysms caused by the inherent dysfunctions of the structure. The continual 

acrimonious machinations of internal relationships at First Pick have become 

tantamount to "structural violence" at a subjective and affective level, 

Structural violence (sometimes also called indirect and sometimes 
institutionalized) is differentiated from personal violence (also called direct 
or behavioral) and refers to preventable harm or damage to persons 
where there is no single actor committing the violence or where it is not 
too meaningful to search for the actor(s). Such violence emerges from the 
unequal distribution of power and resources, or, in other words, is said to 
be built into the structure(s) (Weigert, 1999, pp431-440 in Kurtz). 

In terms of two thematic types of diversity, available data from 

institutional documents show that the conditions at the college are Incredibly 

imbalanced. First, environmental diversity, which emphasize the altruistic and 

humane, centering on equitable human relations and a respectful and healthy 

institutional climate that demands reciprocity and mutual respect between 

entities, and secondly, also in terms of organization diversity, which seeks 
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inclusion and participation, and communal modes of operating; my overall 

research questions, the search for balance and the examination for the condition 

of the "eco-system", all indicate more resources and power held increasingly by 

the board and administration and less and less by faculty. Turning my analysis to 

the institutional documents of this period, I use a specific series of events to 

discuss how issues of environmental and organizational diversity are exemplified. 

Reorganization as a Reflection of Organizational Diversity 

Organizational diversity is exemplified by the actions of such entities as 

the board and administration, related to issues surrounding governance, modes 

of decision-making and inclusion. Questions of inequality, dominance and power 

differentials in relations and examining the institutional structures giving rise to 

and perpetuating institutionalized inequalities all present themselves at this 

juncture of time at First Pick College. Multiple illustrations of organizational 

diversity manifest as the Board of Governors undertakes a major reorganization 

of the college with repercussions significantly felt throughout. 

Timelines are important in this segue way of events. In the interim 

between Marcos' resignation and Angelos' presidency, approximately six months, 

is when the Board undertook, of its own accord, this massive unilateral 

transformation of First Pick's organizational and administrative structure in ways 
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that highlight the watchwords of the eighties; stringency, management by 

formulaic method, and accountability, 

An internal reorganization plan has been adopted. The College's multi-
phased reorganization enables the college to move forward in the areas of 
cost containment, strategic planning, performance evaluation and budget 
allocation based on unit performance. The reorganization, which 
emphasizes appropriate delegation and decentralization, began in July, 
1987 and was completed in December, 1988 (First Pick Press release). 

The reorganization plans even come to the attention of the State Community 

College Board, causing it to delay a $10.7 million dollar bond sale for First Pick 

because of questions it has about the nature and legitimacy of the 

reorganization. 

The state board delayed the sale last month, citing concerns over a recent 
administrative reorganization at the college. It asked for an explanation 
(Perennial, 9/23/87). 

Ultimately the bond was approved, but the State board was quick to say that it 

was still not condoning the re-organization at the college, "The vote was not an 

endorsement of First Pick actions, specifically its reorganization...The state board 

still must review the information it requested from the college" (Perennial). Even 

after Angelos assumes the presidency, the Board, with four newly appointed 

members, continues on the path of their somewhat renegade reorganization of 

First Pick. 

Ostensibly, the organizational rearranging was meant to decentralize 

power away from the president and senior administrators, but overall, most of 
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the moves prompted by the reorganization resulted in more hierarchy, with less 

access to authority and decision-making, 

The reorganization took place in three phases over a two-year period. Its main 

purposes were to reduce the number of offices reporting directly to the 

president through the creation of two executive vice presidencies; to delegate 

operational duties to mid-level administrators, allowing vice presidents and 

executive deans to deal with college-wide issues and long-range planning; to 

allow senior officials in academic and student affairs to devote more time to 

planning, coordinating, delivering and evaluating programs and services; and to 

assist the Office of the President in performing its primary functions, long-range 

planning and external relations. 

One of the most revealing institutional documents in terms of this 

unsettling internal reorganization and the allocation of resources is the 1988 

Update to the Institutional Profile. The format of the report is to highlight 

reorganization efforts or a recommendation, then list the AREA that is 

responsible, the ACTION TAKEN, and the COMPLETION DATE for each 

recommendation. This format presents a scenario of institutional priorities, and 

when there is no date determined, or no action taken, it can depict a case of 

institutional disregard. Initially, what is conspicuous is the discrepancy between 

the descriptions given of the re-organization in this document, and the version 

held by most of First Pick personnel. In the Institutional Profile, it is recorded 
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that "comprehensive evaluations" were conducted, whereas no such activity Is 

institutionally documented anywhere else, in addition to contradicting other 

documented accounts of the reorganization. 

AREA: Academic Affairs 
ACTION TAKEN: As part of the Phase Two-reorganization of Academic 
Affairs (August 1987) comprehensive evaluations were conducted of all 
District programs, services and administrative units...Significant changes 
have been made in the administrative structure, services and functions to 
better reflect the philosophy and mission of First Pick Community College." 
(p.l) 

In actuality, the reorganization is entirely without faculty or administrative input. 

The Board also moved and reclassified individuals without notification, even 

moving people to entirely new job titles with new job descriptions and 

responsibilities without any input from the personnel in question. 

To accomplish these purposes, it was necessary to establish new positions, 
reclassify personnel and realign services and functions. The most complex 
part of the restructuring, Phase Two, created a total of 42.75 new PTE 
positions; 10 administrative, 3 Faculty, and 29.75 classified staff. Seventy 
percent of these positions were at the campus level (1990 NCA Self-Study, 
p.37). 

Critics charged the First Pick governing board with violating the due 
process rights of several administrators assigned to new jobs. They also 
questioned the hiring of two private consultants as interim administrators 
(Perennial, 9/23/87). 

One of the initial managerial changes that preceded and then 

strengthened their arguments for the reorganization was the Board's 

implementation of Strategic Planning. The Five-Year Master Plan 1986-1991 

clearly illustrates First Pick's switch to a style of organizational management that 
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they themselves claim maintains a "planning hierarchy". The 1986 Master Plan 

and the 1988 NCA Self-Study are the primary guidebooks used in restructuring 

the college, these two documents,"... shall become the working documents for 

the President's Advisory Committee for Strategic Planning. An organizational 

meeting of the Advisory Committee on Strategic Planning was held July 25, 

1988" (Update to the 1988 Self-Study p.27). 

Planning Guideline Number 6 (of 8) asserts the intent to incorporate 

inclusion, "The college governance system will provide opportunity for 

participation by the various constituent bodies of the college" (Master Plan p.6). 

But this intent is apparently not carried out. The reorganization not only 

increases the levels of bureaucracy but seemingly increases the sense of hostility 

felt among both faculty and administrators since they have already been 

excluded from the entire reorganization process. The results of much of the 

reorganization is, in fact, increased centralization of power within the 

Administration, 

ACTION TAKEN: The Academic Affairs Executive Council (AAEC) was 
established to address instructional and student affairs decisions: 

• Expanded role for Executive Deans, Vice President for Student 
Affairs and the Executive Vice President for Academic and Student 
Affairs. 

• Makes recommendations to President on all matters of academic 
and student affairs policy, procedures and practice. 

• Develops and implements long-range planning goals, cost 
containment programs and budget allocations that affect all 
academic and student affairs matters. 

• Emphasizes teamwork, decision-making and accountability. 
• The AAEC was also designed to respond to committee 



386 

recommendations regarding instructional and student affairs issues. 
COMPLETION DATE: September 1987 

Often, since the new committees and groups being formed operate only at the 

level of the administration, there are few or no links to faculty, though the new 

structures strongly impact primary spheres of what previously were domains of 

faculty purview, such as Instruction. Often these new policies created another 

layer of authority in decision-making when dealing with issues of the curriculum; 

authority which now seems to rests more with the administration than with the 

faculty. These recommendations have definitive early action dates and times of 

completion, indicating a readiness to adopt these policies, 

RECOMMENDATION: Current efforts to clarify the faculty role in making 
curriculum and instructional decisions should continue. 
AREA: Academic Affairs 
ACTION TAKEN: 

The Task Force on Academic Organization developed guidelines for 
College Subject Area Committees (CSACS) and Guidelines for Schedule 
Articulation Agreements which clearly delineate the role and function in 
the curriculum and the master schedule articulation process. The 
Academic Affairs Executive Council (AAEC) responded in writing to each of 
the 37 recommendations contained in the Task Force Report, giving the 
current status of each, those that have been completed and those still to 
be completed. A follow-up meeting was held as requested in the report. 
COMPLETION DATE: December 1987 

Faculty keenly feels this shift and withdrawal of power, with the lessening of 

their own professional autonomy and personal self-esteem. 

The curriculum seems to me like it is effectively been taken out of our 
hands. Now there's ultimate decision-making by a Board of Deans and 
Campus presidents. We can recommend to them. But it use to be that if 
I wanted a new course I wrote up the course. I took it to a Best Campus 
Faculty Committee. The Faculty Committee reviewed my materials, then 
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sent it to a District committee with a recommendation. We had far more 
impact. Now it's... Well, again my perception is that the administration 
has come to feel that it's too big a responsibility for us. We can't be 
counted upon to implement new curriculum and curriculum changes. That 
is has to be done by an administration that is far more perceptive and 
receptive to change (he snaps his fingers), like that. 
[MJ- Is that suppose to be a boon to you? Does it feel like a boon?] 
Well, no. The implications, of course, are that "you're not going to do it-
so we're going to have to do it". And [though] we were trained, 
hired...I'm the professional economist around here, I ought to have the 
best knowledge of what we need to add or change. And so to come back 
and have them say "we can't trust you". And of course no body ever says 
that, I'm just reading that. But clearly the process suggests that they can't 
leave it up to me. They don't feel they can. And I have heard that 
statement actually, second hand or so, about the faculty. That we just 
wouldn't do anything. And so, you know that's really demeaning... And of 
course we would say that 'well one of the reasons we don't do anymore 
curriculum is that you have made it so onerous for us' (Interview). 

In the Guidelines chapter on Instructional Programs it seems that there is 

a further divestment of power from the faculty and their ability to direct the 

curriculum. The College Subject Area Committees (CSACS) are the only influence 

the faculty now have on curriculum and these are further eviscerated to become 

a "recommending body only", 

RECOMMENDATIONS 1) The Executive Vice President for Academic and 
Student Affairs should be given both the responsibility and the authority to 
adjudicate final decisions about the curriculum. The role and authority of 
the Executive Vice President for Academic and Student Affairs must be 
clearly defined, relative to the Executive Deans and to the CSACs. 
AREA: Academic and Student Affairs. 
ACTION TAKEN: The College Curriculum Council is authorized to approve 
curriculum actions. If consensus cannot be achieved, the AAEC, 
composed of the chief academic and student affairs officers of the 
College, renders the final decisions. The Executive Vice President 
authorizes all curriculum action for Board of Governors approval. 
COMPLETION DATE; October 1987 
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ACTION TAKEN; The Executive Vice President for Academic and Student 
Affairs has line authority for the four Executive Deans and the Vice 
President for Student Affairs and is responsible for their performance 
Evaluations. The CSACs are recommending bodies only; CSAC 
recommendations for action are forwarded in writing to the Executive Vice 
President. The Executive Vice President enlists the advice of the AAEC 
prior to rendering a decision upon the recommendation. The role of the 
CSAC is clearly defined in the CSAC Guidelines. COMPLETION DATE: June 
1987. 

During Interviews, faculty reflected on the consequential change in 

autonomy and decision-making power; they recognized that structurally within 

the organization they were disenfranchised and their autonomy eroded, 

But there used to be the reality of some degree of power. When we were 
a brand-new college, teachers really did set policy. I believe there has 
been continuous erosion... and all the other teachers that I know of agree 
with me, that if we started out at, say, 90% of power we are now at 1% 
of power. I believe there's been a steady, progressive and essentially 
complete erosion of power... the Board of Governors, their power swelled 
up. The power of the faculty steadily decreased. There's the State, then 
there's the Board of Governors, then there's the faculty. Well all the power 
is either In the State or the Board of Governors now....I cannot, really, 
NOT think of any issue over which faculty have any significant input. I 
mean they may listen to us, and they may happen to hear us, and they 
may say 'Oh, sure, we'll give you that' but it's purely a 'Will you please do 
this for us,' on the faculty's part. We have no power. 

Negotiations for faculty are often complex due to state prohibitions on 

unions and the fact that the "meet and confer" process is the only avenue to a 

bargaining process in a "right to work" state for state employees. However, 

there are affiliations to the college that support links between faculty and other 

personnel and the colleges' governance structures. 

There are 278 full-time faculty members. Faculty participate in 
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institutional and academics decision-making through a variety of standing 
committees, including Faculty Council and the First Pick Community 
College Education Association. The College's 492 staff members are 
represented in governance through two bargaining units and a Staff 
Council. Currently there are 47 full-time administrators ... Compensation 
and working conditions are determined through the meet and confer 
process, where the faculty is represented by the First Pick Community 
College Education Association (FPCCEA), an affiliate of the [State] and 
National education Associations. 

Currently all of the college's staff members are represented by 
meet and confer organizations, the exempt group by the Supervisors 
Association of First Pick College (SAFPC) and the non-exempt group by 
the American Federation of State, County and Municipal Employees 
(AFSCME), an affiliate of the AFL-CIO. The BOG recently removed all 
individuals from the confidential employee category, pending new policy 
containing a satisfactory definition on this classification...Associate faculty 
are represented on the Faculty Council but not in the meet and confer 
process. 

Some faculty responded that even these associations are not that effective in 

creating a more equitable arena or forum for faculty input and participation in 

decision making, even on issues that directly impact them. 

Well, they might ask for faculty input, however, you're lucky if they take 
it. You see there is no structural decision-making power invested in the 
faculty. Now, they do have faculty committees, which technically...but you 
see there's the question of the appearance of power and the reality of 
power. From what I can see and from what I have heard all other faculty 
members who have been on a committee say, they have come out [of 
administrative meetings] completely frustrated saying They asked us to 
present our views, to do research and then they ignored everything we 
said' (Interview). 

Faculty view institutional rhetoric about faculty as particularly ironic given how 

they are actually treated. 

So I'm fairly negative on what I perceive as their perception of us based 
upon the changes that they're implementing and trying to implement... 
They can't trust us to be responsible for maintaining our own schedules; 
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that we can't be trusted with curriculum design. And of course lip service 
Is always paid to "the heart of First Pick College Is its dedicated 
Instructional people." And 'we've got the most creative imaginative 
teachers.' and yada yada yada... (Interview). 

Granted, there has been some implementation of policy that is beneficial 

to faculty, in terms of the reward system. 

Recommendation: The number of full-pay leaves for faculty be increased 
to compliment the growing number of eligible faculty. 
AREA: Operations 
Action Taken: Faculty- the number of full-paid faculty leaves was 
increased from four to eight for academic year 1988/89 and the number 
of leaves has been tied to the number of full-time faculty (3% of faculty) 
in order to provide flexibility for future increases in the number of leaves 
as the number of faculty increases. 
On June 15, 1988, the Board of Governors approved the First Pick NEA 
Faculty Personnel Policy Statement 1988-89 in which the professional 
development leaves were increased by 50%. 
COMPLETION DATE: June 1988 (Chapter VI- Human Resources) 

There are often attempts made during the reorganization to incorporate notions 

of reciprocal accountability within the governance structures: The concept that 

even within a hierarchical construction, those who occupy a tier "above" can be 

held accountable to those in a "lower" tier just as equally as those in a lower 

stratum must be accountable to those above them. However, there is obvious 

disparity in the speed at which recommendations are put into place. In the first 

instance, when recommendations referring to issues of governance suggest 

accountability for the board to its college constituency, it is interesting that no 

action is taken by the board on the recommendation to itself, 

RECOMMENDATION: The Board should undergo a performance evaluation 
every other year between Board elections. This evaluation should include 
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sampling from the community as well as from the employees and students 
at the college. 
AREA: To be determined 
ACTION TAKEN: None to date 
COMPLETION DATE: To be determined. 

While in other instances, action is implemented immediately by new policy 

changes evolving from the reorganization. Under Strategic Planning the notion 

of Program and Personnel evaluation will become another point of contention 

among First Pick personnel, 

RECOMMENDATION: That an evaluation system for administrators be 
implemented as soon as possible, and that evaluation systems for all 
employee groups be reviewed and revised as needed. 
AREA: President's Office 
ACTION TAKEN: An administrators' performance evaluation system 
incorporating management of strategic planning issues shall be developed 
by November 1988 
COMPLETION DATE: November 1988. 

Some recommendations during the reorganization do speak to fairness or 

attempts to achieve a degree of equity between different divisions of personnel, 

although it seems that the increasing bureaucracy and the additional layers of 

administration sometimes burden these attempts. A few of these 

recommendations were directed at staff. 

Recommendation: The staff grievance process should be modified to 
eliminate apparent conflicts of interest. 
AREA: Operations 
ACTION TAKEN: The Interim Executive Vice President will form a 
committee consisting of the Vice President of Student Affairs, Action 
Personnel Director, EEO Director, Supervisor of Staff 
Development/Employee Relations and representatives of AFSCME & SAPC 
employee groups, to review and recommend a new grievance process to 
achieve the above objective. 
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Completion Date: To be announced by the Committee (Chapter VI-Human 
Resources) 

Recommendation; Paid leaves comparable to faculty sabbaticals or 
administrative professional development leaves be made available to staff. 
AREA: Human Resources 
ACTION TAKEN: Staff—a committee will be formed consisting of the 
Acting Vice-President of Operations/chief fiscal Officer, Acting Budget 
Director, Acting Personnel Director, EEO Director, Supervisor of Staff 
development/Employee Relations, and representatives from SAPC and 
AFSCME to discuss the concept and formulate a draft plan for review by 
the Interim Executive Vice-President of Operations and approval by the 
President on paid leaves for staff to be implemented at the beginning of 
fiscal 1989/90. 
ACTION TAKEN: Both SAPC and AFSCME, bargaining representatives for 
the staff, should include paid leaves as part of their economic package. It 
is inappropriate to Include this recommendation in an NCA-Self-Study 
report. Completion Date: January 31, 1989 

In terms of taking care of the colleges "resources", in the chapter on 

Physical Resources, there is an acknowledgment that there has been some 

inequities in the past that can be rectified, at least in terms of facilities, if the 

necessary resources are provided, 

RECOMMENDATION: Larger facilities are needed for the Daybreak and 
Best campus centers with space to incorporate all types of tests, 
including tests appropriate to the skills and needs of the disabled 
student, particularly blind students who need interpreters to read their 
tests and wheel chair students who need more space, 

AREA: Academic Affairs 
ACTION TAKEN: Both the Best and Daybreak Campus Assessment Centers 
have been enlarged. The Central campus has the smallest space allotted 
for assessment. 

COMPLETION DATE: Ongoing 

RECOMMENDATION: Provide adequate long-term planning and funding, in 
appropriate categories, to permit learning resource units to maintain 
useful and centrally available and adequate inventories of materials and 
equipment and to stay abreast of valuable new technological 
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developments. In addition, lack of an equitable formula for staffing library 
service units, unresolved issues exempt status for library specialists, and 
lack of year-round temperature and humidity controls in all libraries which 
is causing serious deterioration of the multi-million dollar collection. 

AREA; The Library Technical Services capital allocation was increased to 
$150,000 from $116,000. The $150, 000 has been placed in the Learning 
Centers operating budget for July 1988 

COMPLETION DATE: April 1988 (Chapter V. p.l) 
It appears that faculty and other personnel at First Pick are not experiencing 

very positive forms of either organizational or environmental diversity. The "eco

system" Itself is unsound in terms of caring for its constituents. The subjective 

experience of First Pick constituents, as well as structural conditions of the 

college can be further examined at this time due to the extensive use of surveys 

or "scanning". This was one tangential effect that was unforeseen in the college's 

implementation of Strategic Planning. 

The scan...designed to augment the information needed by strategic 
planning teams to determine traveling directions...surveyed college 
administrators and staff, 104 faculty, 1,073 students, business and 
industry leaders, and a random sample of 176 voters. 

A survey was taken to gather input from college constituents. Results of 

the scan highlight that some of the primary issues at the college still go 

unresolved; aspects of environmental diversity such as caring and a humane 

element in relationships and in the institutional climate. As described, issues of 

environmental diversity are situated on an individual scale and are referenced as 

a consequence of the actions of the organization. Multiple issues may surface 

and resurface all referencing whether institutional actions provide an 

environment that places caring and respect before title or status. 
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The Environmental Scan as a Reflection of Environmental Diversity 

The initial environmental scan or climate assessment was conducted during 

1988 and 1989, 

The College's Office of Planning and Development also conducted a Goals 
and Values Inventory...the survey elicited information about college goals, 
and about respondents' attitudes and values concerning the college. 

The resulting document entitled, Goals and Values Inventory Series. 

illustrates that the college still has little or no sense of unity, with leadership and 

governance certainly not providing inclusion or a caring environment. The 

survey was constructed to ask an individual about a certain First Pick goal or 

value; there were two levels of response, "How important Is this goal/value to 

the college?' and "How important Should this goal/value be to the college?" The 

difference between these two scores was then used to evaluate optimal and 

actual conditions in the institutional climate, 

The difference between the IS MEAN and the SHOULD (SB) MEAN, may 
be seen as an indicator of how well the College is meeting the 
expectations of the group surveyed. ...A difference of 1.0 or greater in 
this column would represent a substantial difference since this would 
constitute an entirely different score on the rating scale. A difference 
of .5 can be considered a moderate difference, and those approaching 
zero can be considered small differences. 

There were four categories of questions within the First Pick Goals and Values 

Inventory, asked of all respondent groups, 

1) Mission & Purpose 2) Student Outcomes 
3) Values & Assumptions 4) Support Services 
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However, I concentrate only on one category; the "Values and Assumptions" 

category as it is most pertinent to the topic under discussion here, how college 

constituents subjectively evaluate their environment, with details of an affective 

aspect of institutional interaction between different collective groups, such as 

faculty or administrators. The series reports first on student responses which are 

not analyzed for this project. I include faculty, administrators, part-time or 

associate faculty and staff responses. The overall response rates, for each 

respondent group, range from rather low to a bit over half of the sample, with 

the largest percentage response coming from administrators and the lowest from 

associate faculty. It is interesting to note that the percentage of responses 

decrease as the distance from governing structures increases, which may 

correlate to the concept of feeling a sense of ownership and inclusion in the 

organization, with part-time faculty then, being the most dissociated. Or it could 

simply be a correlate to size of group. 

Of the 42 administrators surveyed, 24 (57%) responded...Of the 280 
faculty members surveyed, 104 (37%) responded...Of the 503 staff 
members surveyed, 135 (27%) responded...of the 1, 236 associate faculty 
surveyed, 252 (22%) responded. 

In the document, faculty responses are reported first. The values ranked 

as the top six by faculty are ail salient to concepts of Indigenous cosmology and 

speak compellingly to those aspects of Indigenous cosmology that are the 

foundations of this dissertation. In fact, the conclusions show that the number 

one priority and value of both full-time faculty and administrators is a "climate of 
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trust, respect and openness throughout the cannpus". (See Tables 1 & 3) What 

is more, all the scores are almost a half point higher than 1.0, the level indicating 

a "substantial difference" between values held by college constituency and the 

actualization of those values found within their environment, 

The faculty response to the Values & Assumptions section is striking in 
that the top six items received Difference scores of greater than 1.0. It 
appears that these items struck a strong chord with faculty members. 
The strength of feeling about these issues is further indicated in the 
Difference column by the precipitous drop after the top six items; the 
other items in this section have low to moderate Difference score. Above 
all, the faculty ranked a climate of trust, respect and openness as the 
most important value the College should emphasize. This item also 
received the highest Difference score. 

Issues of climate and environment are grouped, collectively, under the heading 

of 'community", 

...terming this item " community" also found that faculty gave it priority in 
their "Should Be" rankings, and that it is a source of immense 
dissatisfaction...In one sense, college community is a measure of morale. 
While faculty, students and administrators, and trustees are firmly 
convinced of the critical importance of trust, open communication and 
commitment, most do not find it in their own campuses. It is hard to 
conclude with authority that esprit de corps in the community college has 
deteriorated significantly over the past decade, but from the data 
available, it appears that mutual trust and respect is less prevalent in 
community college campuses today than it was in the early 1970s (p.119). 

These findings bear a strong correlation with the findings of the present study, 

even down to the parallels of time, relating to the conditions of First Pick in the 

early 70s. The second priority for campus faculty also coincides with issues of 

environmental diversity and issues of fairness and equal sharing in resources, 

and gratitude or appreciation for work accomplished. 
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This [top] value was closely followed by leadership with direction and 
vision, regular program review, allocation of funds based on clear 
priorities, encouragement and rewards for innovation, and a second 
program review'...are also very important to faculty." 

The last two items that I include in the tables shown are not in the top 

ranking, but address multiculturalism, so are included to show the ranking given 

by the different constituent groups, 

• As part of hiring and 
promotion, encourage cross-
cultural skills among the 
faculty and staff. 

• Include minority views and 
concepts in the curriculum. 

As identified in the Introduction to this phase of examination, there is a 

weakening of support from the general public population for issues under the 

broad rubric of multiculturalism or diversity. This is borne out in these surveys, 

where if a question addresses a "direct" multicultural issue, the responses may 

indicate a lower priority, which is significant in itself. However, if the concepts of 

diversity implicit in Indigenous cosmology, such as environmental diversity, are 

embedded in questions of respect, the responses become significant, as shown 

here. In addition to the quantitative responses given, the Goals and Values 

Inventory asked respondents for additional comments, plus a "five words or less 

description of First Pick College." Only the faculty comments are included here, 

though because they were so numerous in the original document, I limited the 

inclusion to ten comments, selecting those that range over issues that relate or 
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deal with leadership, governance, or community that may be salient or 

correspond to my units of analysis. 

In the section for Additional Faculty Comments some faculty comments 

spoke to the college in general, giving a sense of the larger "eco-system". In 

these instances, there is a perceived lack of leadership, the environment is 

deteriorating in both material and psychological terms, and the mission is spread 

too wide to be effective, 

1) Leadership lacking at campus level; 2) Buildings falling apart; 3) 
No or little concern for health of staff-faculty 

I am amazed that the college functions. Innovation and planning 
are based on economic resources; stop trying to do it all. 

We seem to alternate between having a lack of direction to being 
steered in the wrong direction! 

Slow decline to mediocrity. 

Other comments target certain groups specifically, namely administrators, as 

liabilities, "Rid this college of useless administrators and faculty- be glad to 

personalize list." 

Preponderance of self-described importance of administrators in numbers and 
title...To limit monetary waste rid the above and hire greatly needed 
secretarial help. 

While still others focus on teachers, some finding fault, others applauding efforts. 

Some excellent teachers and some terrible teachers...some very surly staff 
members who are rude to students. 

Letting certain older faculty members block innovative programs because 
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it threatens their power positions. The majority of older faculty members 
are excellent. It's unfortunate that we have allowed a few individuals to 
remain in powerful positions (Governing Board) that speak for themselves 
instead of their constituencies. 

Administration should check on faculty effectiveness such as: punctuality, 
responsibility, loyalty and duties. This is lacking greatly! 

And yet other comments simply reflect the desire for recognition and an 

environment free of disruption and suspicion. 

Encourage and reward innovation and excellence. Get rid of the 
saboteurs! 

In the section of the survey that requests a description of First Pick in no 

more than five words for the current time period of 1988-1989, the responses 

ranged from positive, to criticisms of the bureaucratic structure of the 

organization, to those that tried to mix good and bad, to those that specifically 

critique leadership, or the lack thereof, to those that were blatantly negative. 

The next survey conducted in the Goals and Values series is given to 

Administrators. The results are very similar to faculty responses, with the 

number one priority in the college being, "to maintain a climate of trust, respect 

and openness throughout the college," 

"The administrators' responses to the Values and Assumptions section 
have two striking patterns. First, the top six items received Difference 
scores of greater than 1.0. These particular items seemed to have struck 
a strong chord among the administrators. Secondly, these results closely 
parallel the responses of the faculty to this section of the survey. 
Administrators selected the same top six items as did the faculty. Both 
administrators and faculty members had significantly high Differences 
scores on these six items...In summary, the most important value to 
administrators is a climate of trust, respect and openness...Administrator 
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responses to the survey were characterized by a high level of agreement 
among the group. In addition, the responses of administrators closely 
parallel those of the faculty. 

For Associate faculty, the results were also strikingly similar to those of faculty 

and administrators, with trust and respect placing as the second highest priority 

within the environment. 

In the Values and Assumption section of the survey, associate faculty 
members ranked leadership with direction and vision as the most 
important item. A climate of trust, respect and openness was ranked 
second, followed by program review... With the exception of low-cost 
educational opportunities, the associate faculty selected the same top six 
items, as did the full-time faculty and the administrators. While the latter 
two groups produced significant Difference scores for their top six items, 
the associate faculty had significant Difference scores on only two items: 
leadership and a climate of trust, respect and openness...In summary, the 
most important values to the associate faculty were leadership with 
direction and vision, and a climate of trust, respect and openness. 

The associate faculty offered several pages of additional comments. This refers 

to the research analytic coding referring to inclusion, participatory governance 

and most specifically, to "valuing resources". Even the college admitted the 

volume of these responses indicated a significant void and exclusion in the 

college's system, "The reader's attention is drawn...to extensive comments 

volunteered by the associate faculty. The sheer number of these unsolicited 

comments indicates the desire of the associate faculty to be heard within the 

College." Part of the problem may be that there is no structural apparatus within 

the college that would provide associate faculty that voice. 

Associate faculty are represented on the Faculty Council but not in the 
meet and confer process. 
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In 1988/89, 3,812 temporary employees were hired in a variety of staff-
support positions. This practice is helpful to meet heavy demands at 
certain times, such as the start of a semester, but the unusually large 
numbers of these employees is a long-standing concern that needs to be 
addressed (NCA Self-Study). 

From the staff the results of the Goals and Values scan vary only slightly, 

Goals and Values Inventory Report #6- Staff Responses 
"In the Values and Assumptions section of the survey, staff members 
ranked program evaluation as the most important item. Leadership with 
vision and direction ranked second; followed by a climate of trust, respect 
and openness; a second program review item, budget allocation based on 
dear priorities, and low-cost educational opportunities. The results are 
very similar to those of faculty and the administrators. With the exception 
of low-cost educational opportunities, the staff selected the same top-
ranked items and produced similar significant Difference scores on all the 
items... In summary...the most important values to the staff were program 
evaluation, leadership with direction and vision, and a climate of trust, 
respect and openness; the staff also felt that the college should be doing 
more to promote these values. 

Among the three groups representing the central constituency at the 

college, administrators, faculty, and staff, there is a consensus that First Pick is 

not living up to the organizational values held by that constituency. Obviously 

other values are superimposed at the college, 

Thus, there is considerable agreement among the staff, full-time 
faculty and administrators about the most important values for the 
College. These three respondent groups also agree that there is a 
significant difference between current college performance and 
their expectations. 

Turning back to the life experience of First Pick constituency, it is clear 

from the results that the subjective experience given voice by the Goals & Values 

scan lacks those elements found in Indigenous cosmology that inform my 
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research questions. Amidst all of the internal chaos caused by the structural re

organization, there was also the continued upheaval among the primary actors 

who were supposedly governing the institution; Board members, Administrators 

and the new president since 1988, Stan Angelos. In general there were mixed 

responses from the individuals interviewed when asked about this period of First 

Pick history that included Stan Angelos' administration. There was a reluctance 

to talk about this period of time, almost as though it were a shameful family 

secret or a personal stigma. It is true, the narrative in this Phase becomes 

decidedly like a soap opera, or simply ruminations on tidbits and morsels of 

gossip. However, author Joanne Martin (2002) recognizes that. 

When organizations are examined from a cultural point of view, attention 
is drawn to aspects of organizational life that historically have often been 
ignored or understudied ... A cultural observer is interested in the surfaces 
of these cultural manifestations because details can be informative, but he 
or she also seeks an in-depth understanding of the patterns of meanings 
that link these manifestations together, sometimes in harmony, 
sometimes in bitter conflicts between groups, and sometimes in webs of 
ambiguity, paradox and contradiction...When research includes the 
subjective experiences that mainstream organizational research has 
underemphasized, that research shakes loose our perceptions, expands 
the categories we use to think about organizations... (pp. 8-11). 

During the direct individual interviews, more than one individual's voice 

dropped almost to a whisper when discussing the events beginning in early 

1989. There was little secret, though, and a general consensus about the source 

of the problems that hit the college. At the center of the controversy are the 

First Pick Board of Governors and their inability to put the interests of the entire 
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college first, ahead of their own agendas, 

...the Board. It had nothing to do with what was going on on the campus. 
But we had to get the feedback from that. Board actions (Interview). 

There was one previous Board member and his notion was that... because 
he was a Board member and was in charge of the rodeo, he thought he 
was entitled to just have the Rodeo Club fly all over, wherever they 
wanted to go. And he didn't understand that we had sixteen programs, all 
trying to meet requirements (Interview). 

So the reputation of the college... from an academic perspective each of 
the succeeding North Central reports that came in pointed out that the 
Instructional aspects of the college were improved with each study. And 
granted, that in any Institution there will be those instances...those 
outliers, doing some weird evening class...or even behavior outside of 
class. But by and large...it was the Board's behavior that got the college 
into trouble (Interview). 

Issues of organizational diversity once again take center stage as any efforts 

towards open and honest communication or communal modes of interacting 

totally break down. Additionally, environmental aspects enter in where caring 

and respectful elements in relationships are less than negligible. The narrative of 

the calamitous turn of events unfolding at First Pick continues with the 

chronicling of events in the newspapers. 

The year 1989 begins with a press release prepared by the board of 

governors and issued January 17, apologizing for miscreant behavior. Chairman 

of the Board, Rhoda Tress read the announcement on behalf of the board, at a 

press conference, 

First Pick Community College Reports Progress: Board Vows Unity- As an 
educational institution. First Pick College has an inherent responsibility to 
report regularly to its constituents. In the spirit of President Stan Angelos 
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report to the faculty on January 13, the Board of Governors wished to 
sustain the spirit of that morning. We wish to talk about the positive-and 
most of all to instill a measure of confidence in the faculty, the students 
and the community that we can govern-and to underscore that we accept 
the responsibility given to us by the voters who elected us. 

The press release goes on to detail accomplishments and developments from the 

past year and to enumerate plans for future directions of the college. Some of 

the items listed are 1) Students enrolling in record-breaking numbers, 2) 

expanded telephone registration 3) fiscal responsibility 4) outstanding programs 

and educational outreach. They continue with mention of a major compensation 

and classification study, an associate faculty policy and the extensive 

administrative reorganization. In closing they state, 

...as elected public officials, the First Pick Community College Board of 
Governors fully recognizes that the oath of office we assumed has a 
priority responsibility. We pledge to move First Pick Community College 
forward and into the 1990s with vision and care for our students, the 
faculty and staff and the community. We intend to do this, and we 
further pledge our resources and time to regain a confidence level which 
will be highlighted by positive deeds, not rhetoric. If we have caused 
some apprehension and doubts, we want to correct them with this 
statement of unity and with a bold and new sense of purpose. We ask for 
an opportunity to implement our goals and responsibilities. We also ask 
that we be allowed to execute our oath of office and be permitted to work 
together to make the aspirations and goals of First Pick Community 
College become reality. You have our pledge. And we need the 
community's patience during these coming weeks of challenge and public 
scrutiny. 

The published press release is signed by all five members of the BOG. However, 

all of the vows were incredibly short-lived. Barely two weeks pass and by late 

January of 1989, the newspapers report. 
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First Pick President Stan Angelos accused board members Karen Vendore 
and Rhoda Tress of blackmailing him. He said they threatened him with 
public embarrassment over an extra-marital affair with a student aide in 
an attempt to force appointment of top managers (Civilian). 

With this rather scandalous announcement, it seems the gloves were off, tossed 

to the ground like a gauntlet to see how outrageous behavior could become and 

once again local newspapers chronicle the uproar at the college, 

Why have problems been so constant and so severe at First Pick 
College?...According to an expert on community colleges, 'Governance 
problems are more common in community colleges than in other kinds of 
institutions. But at First Pick, it is escalated...since First Pick was 
accredited, 'governance concerns have been noted in every focus visit' 
and there have been rather 'persistent concerns' (Civilian). 

First Pick goes from bad to worse. -Hard working students and honest 
instructors are being smeared by the nearly comical incompetence of the 
board and administration. Hardly a week goes by without another chapter 
in the continuing First Pick soap opera, another seamy accusation, 
smarmy press conference, tearful apology or two-faced, back-stabbing 
aggravated assault" (1989 Civilian editorial) 

The personal interest of why through the years persons chose to run for 
the board were not to further the...college. They were more to support 
their own personal ambitions, further their personal agendas or as a 
springboard for other political offices...There are people who are running 
for the First Pick board simply because they have "axes to grind". Then 
why is this community electing these people? Because they've all said all 
the right things for the voter: 'Concern for your tax dollar' (Civilian 
editorial, 1989). 

Eventually, the behavior of First Pick's board extends beyond just the local 

community, coming to the attention of external authority agencies with potential 

threats to the accreditation status, and therefore the credibility, of the college. 

Charges and countercharges among board members have resulted in 
several investigations by the state Attorney General's Office, and at least 
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two oversight agencies are closely monitoring the college (Perennial). 

Losing its accreditation greatest danger for First Pick- In 1981, the [NCA] 
commission decided to continue First Pick's accreditation, although 
governance problems were noted. The commission scheduled an 
evaluation for 1984 to focus on how and where the board was leading the 
institution. When the commission returned In 1984, more problems with 
governing of the college were noted. First Pick was asked to do a self-
evaluation and submit a progress report by January 1986. Some items 
officials were to address: Implementation of a code of conduct; 
elimination of board interference in administration and personnel matters; 
the quality of the working relationship among board members; and 
improvement of board-faculty communications (Civilian). 

First Pick president Stan Angelos expresses incredulity to the local papers that 

probation could actually occur. 

Things would have to be so serious to lose accreditation. I do not believe 
they are that serious for our accreditation to be pulled' However Angelos 
said he is concerned about First Pick being placed on probation, which he 
guesses is a 40 percent chance... but the image of the college would 
suffer' he said, 'I am worried, of course, because there are always the 
possibilities because of the board dynamics (Perennial). 

Even in the face of imminent threat of probation board members cannot work 

together and are still acting one against the other. 

The First Pick board met in executive session last night to discuss the 
likely probation, a possible challenge of North Central's charges. [Board 
member] Roberts refused to attend the closed meeting. He said he asked 
the other board members earlier if they ' had shame and ethics in their 
vocabulary. All they're going to do is infuriate the state board (Perennial). 

State agencies were becoming more involved, giving specific instructions in 

attempts to get the board to act according to their designated organizational role 

and function. 
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The state board will ask First Pick Community College officials to hire a 
consultant and form a citizens committee to help guide them out of their 
management crisis, said [the] executive director of the state Board of 
Directors of Community Colleges, ' We're asking them to heal themselves 
and get some good advice from people of stature, it's the first time in 26 
years (in state board's existence) that any of our community colleges have 
had their accreditation jeopardized.' he said ' probation for First Pick 
would be very embarrassing. It would be like raising a red flag to 
everyone else in the nation. I believe there are only three or four 
community colleges currently on probation in the United States.' In 
addition to requiring a consultant and a citizen's committee, the state 
board is asking First Pick to: 

• Prove that First Pick President Stan Angelos is the only 
administrator reporting directly to the board. ' By looking at the job 
descriptions, we aren't certain. We want the assurance a little 
more finely tuned.' 

• Refrain from any more reorganization of various college divisions. 
In the past year the college has completely reorganized the 
administrative structure in the president's office operations, 
academics, and other areas.' (Perennial) 

Local people in the First Pick community are getting involved as well. 

Saying the elective process has failed to produce quality board members 
for First Pick Community College, a group of local citizens announced 
yesterday that it has formed a bipartisan political action committee to field 
candidates, the new group which is open to anyone, currently is made up 
of nearly 50 members from across the political spectrum who pay a $25 
annual fee, part of which will support candidates the group supports 
(Perennial). 

A State Senator sent letters to Board members Tress, Coltscar and Vendore, 

urging them to resign for the good of the college, "[the Senator] said in a phone 

interview, 'We need a new board to see if Stan Angelos is a capable president. 

The current board isn't letting him do his job.' "(Perennial). 

On February 27, 1989, President Stan Angelos wrote an open letter to the 

college students, informing them of the impending probation of First Pick 
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Community College. I think it indicates environmental diversity in that it shows 

his concern for the students, their possible fears, and is an open communication, 

attempting to convey all the pertinent information that is available to him, which 

he is willing to share with the college community. What is interesting to note is 

that he is unaware that he, himself, will come under fire within a matter of 

weeks. 

Letter from Stan Angelos Jr. First Pick President-February 27, 1989 
On the Occasion of First Pick's Probation 
Dear First Pick Student, 

It is my fervent desire that this letter reach you as soon as possible 
to address your fears and concerns about the meaning of institutional 
probation and how it might affect your educational program. For that 
reason, I am unable to address you each personally, as I would prefer. 

It is important that you know: 
* First Pick Community College accreditation is in tact and not at 
issue at this time; 

• Your credits will continue to be accepted for transfer to 
other institutions; 

• Those of you receiving financial aid are in no danger of 
having it discontinued, if you are meeting the guidelines. 

Notice was received Wednesday, February 22, (1989) from the NCA 
Commission on Institutions of Higher Education, that the College 
might be placed on probation for two years. Probation would be 
directed at four specific items of concern. They are: 

1) "Serious disputes among Board members" 
2) Allegations of misconduct and misuse of public funds by Board 

members. 
3) Inability of the Board to differentiate between policy-making 

and administration; 
4) "A large number of Interim positions where "little or no progress 

has been made toward permanent appointments." 

...Meanwhile, the administration of this College is committed to 
keeping you, the students, informed of all developments through direct 
communication. Watch for letters such as this, ads placed in campus 
and local newspapers, campus visits, television and radio talk shows 
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and other efforts to inform students. 
We will initiate and maintain direct dialogue with the state's three 

universities to assure the integrity of our academic programs. And, we 
will direct diligent attention to ameliorating the items of concern raised 
by the NCA Commission. 

As your President, and on behalf of all dedicated and concerned 
faculty, staff and administrations at this College, I guarantee every 
effort will be made to handle your concerns collectively and 
individually. Information hotlines will be forthcoming. Meanwhile, 
please direct any personal concerns not answered here to 500- 8846... 
Respectfully your, 
Stan Angelos Jr. 
President 

As the probation of First Pick College is confirmed, one local newspaper 

elaborates on the conditions of the probation, that the censure of the college 

results specifically from the board, and that this course of action for First Pick 

had been discussed at a national level. 

Commission Places First Pick on 2-vear Probation. North Central 
Association members voted yesterday to put First Pick Community College 
on two years of academic probation because of "continuing serious 
disputes among board members... [Pamela Thrush], who notified First 
Pick officials of the probation, reported last week that board disputes 
'have damaged the board's credibility and have prevented the board from 
conducting its business in an appropriate and effective manner.'..Thrush 
is executive director of the North Central Association of Colleges and 
Schools' Commission on Institutions of Higher Education. The commission 
ratified Thrush's recommendation for probation at its annual meeting in 
Chicago (Perennial). 

Examining all the converging factors that contribute to the particular set 

of circumstances under which First Pick College found itself; there were four 

Board members whose behavior sparked most of the controversy. One member, 

Roberts, left the arena fairly early in the game, resigning before his term expired. 
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Roberts, a First Pick Community College board member since 1985, 
resigned Wednesday night after nearly five months of board 
discord...Personality clashes between board members have exacerbated 
the First Pick problems (Perennial). 

The County Schools Superintendent was brought in to organize a search for a 

replacement, 

I want someone who can help the community college through what I 
think is a crisis situation...! want someone who can respect other people 
and who has an ability to communicate well, not only with board members 
but with the general public as well (ibid). 

Charges against the other four remaining board members began to escalate, 

probing not only for evidence of negligence or shoddy leadership, but to such a 

degree that some ended in criminal accusations. These investigations often point 

to certain aspects of their personal as well as professional lives. One board 

member, Catherine Coltscar, recently separated from her husband, had two 

residences, one outside of the district that elected her as representative. She 

was charged with a civil suit by the State Attorney General's office, 

...alleging that she does not live in District 3, where she was elected and is 
illegally holding office...She has denied the charges and said she will 
remain on the board unless she is found guilty during a County Superior 
Court trial (Perennial). 

Soon board member Karen Vendore was also under fire for two incidents. One, 

she took a First Pick computer home with her. The other incident involved taking 

a college car. Vendore was, "...charged with theft after incurring a car-rental bill 

of more than $6,000, charged to First Pick because she said it was used only for 

business....Vendore's daughter had crashed the car on a trip to the Grand 
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Canyon" (Civilian). Vendore was under the threat of a recall when she gave up 

her seat in April, "as part of a plea agreement with the state Attorney General's 

Office" (Civilian). 

On April 7, 1989, Board member Karen Vendore resigned as part of a 
settlement on charges relating to use of a college car and computer. 
$3500 in restitution to the College was also included. Ms. Vendore's 
resignation was effective 2:07pm, Friday, April 7^. "(Letter from First Pick 
acting president, Linda S. Geoffries to Board of Directors for Community 
Colleges, April 15, 1989) 

Referring to board member Coltscar, Geoffries wrote, "It is my understanding 

that a restraining order barring member Catherine Coltscar from continuing to 

serve as a member of the Board has been filed." (Letter to Executive Director 

State Community College Board). 

Students at First Pick also expressed their opinions; one student group, 

the Coalition for Better Leadership stated that the board members considered 

contentious should resign. 

First Pick College students rallied yesterday against the board, saying they 
are angry because three board members refuse to resign in spite of 
causing the schools' ...probation....'the first time in the state's history, an 
academic institution will go on probation', said George James, the groups 
leader...James said the current board members cannot restore integrity to 
the college because too much damage has been done by their in-fighting. 
He said that if Tress, Vendore, and Coltscar do not resign by 5pm 
Monday, the students will 'go in force' with recall petitions.'...The three 
First Pick Board members said yesterday that student insistence on 
resignations is misguided, and that they should give the board a chance to 
put First Pick on track (Perennial). 

All four remaining board members initially denied there was any reason for them 

to resign, though the controversy had taken its own toll on them as well. 
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First Pick board members sav thevll work through turmoil. The four 
remaining First Pick Community College board members have thought 
about resigning, but their reasons for staying include innocence, public 
service and a reported blackmail attempt. The past tumultuous months 
have been emotionally draining and at times the situation doesn't seem 
worth the misery...They have little escape from the community uproar and 
media attention over what began as board members lodging charges and 
countercharges of wrongdoing at each other last fall...Since then, the 
board disputes evolved into investigations by the state Attorney General's 
Office, sanctions by the state community college board, and academic 
probation from an accreditation agency. Students, faculty, alumni, and 
others have called for the boards resignations...said Tress, 'who needs this 
ingratitude, this headache?'...Vendore said, 'I have thought about 
resignation. This isn't exactly fun. I think it is important that the 
remaining board members stay until some of the deficiencies are 
corrected and we are back on an even keel. Then after thorough analysis 
and judgment, each of us will have to decide if we want to remain on the 
board (Perennial 3/89). 

Of those I interviewed about this period when the probation occurred, 

many stopped speaking individualistically and started to speak in the collective 

sense, in the "we" and "our" form, indicating a certain allegiance to the 

beleaguered college in a time of crisis, remembering it as a very dire period, 

Very, very rough times...And this is the 80s...At the time our governing 
Board was in-fighting and there was just a great big mess of problems. 
And the problems were not just within the institution here, but they were 
being seen in the community, in the newspaper! So that reflected...so that 
it came to the point when even our accreditation was an issue (Interview). 

In the early days we had people who had amassed a lot of power simply 
by manipulating consensus... even within the hierarchy that happened. I 
mean that's a lesson that we did learn. I think that's what helped bring 
on a lot of misbehavior of the Board that put us on probation. That's what 
started the end, our downfall, the pain of that period (Interview). 

Actual structures of governance was generally overlooked, with a general 

disregard for using "proper channels" and a tendency to become partisan, 
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We had a Board that really didn't understand the governance process 
versus the Administrative process. That's the crux of it. So we had... and 
human nature is such that once you understand how the rules of the 
game are played, then you adjust and adapt in that manner. So what was 
happening was that if something went awry, I might just call a Board 
member! They would, rightfully, go over the heads of the Administrators 
because they know their powers had pretty much been eviscerated. And 
so, you know I'll call my Board member and you'll call your Board 
member' and we'll see what falls out (Interview). 

Some expressed concern that the image of the college was being tarnished in 

the public eye by the discordant Board behavior, that ranged from poor 

professional interaction, to personal lifestyles creating drama. 

What happened was the Board meetings would be these long, 
acrimonious affairs that started at seven and would go past midnight. 
And the only people left in some instances would be the people who had 
to present before the Board. The reporters there would be nodding off. 
But it was good copy, and it was a story there for awhile (Interview). 

And then we had one of the Board members admit that she was a 
practicing witch. I mean...When that hit the public...And (he laughs) we 
had a woman on the Board who was a proctologist, so she recognized it! 
(Interview). 

When asked specifically how it affected them individually, the responses were a 

concern for the future of First Pick students, and once again, for college image. 

But beyond just image, responses also indicate the degree to which constituents 

in the college are inter-related, and the detriment to the entire "eco-system" 

caused by the probation, 

[MJ- What was it like to work in that atmosphere?] 
Well, it affected me in the sense that I saw what was going on...and how 
it affected the faculty because we all worked [together] so closely. But 
the image, too, you know , how we were being portrayed in the 
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community was very important because students were ready to graduate 
and they're saying' Well First Pick is going through some accreditation 
problems, my classes aren't going to be able to transfer, so that's the 
impact that I felt...dealing with the student issues (Interview). 

While others admitted the chaos provided a kind of cover where accountability 

became difficult, 

It was...bad in the sense of the type of PR that was getting generated, 
and it was good in the sense that, in some cases, they didn't know the 
types of questions to ask to inquire as to whether or not you were 
performing appropriately! (Interview). 

Some individuals became a bit more involved in the process to remove the 

Board, while others acted individually, outside of college boundaries, "And so 

that Board...people worked actively to recall some of those...they did work 

actively to remove them" (Interview). 

Now privately, we had a guy, I don't know if he's here now... who stood 
on the corner, right over by the University intersection... with a big sign... 
The sign was against one of the Board members he opposed. So people 
in their own way were very demonstrative (Interview). 

Still others discussed the fall-out, the consequential results and the way the 

various divisions of the college would be configured afterwards, with the campus 

feeling resolutely severed from governance, being left in isolation, and the two 

entities far from reaching any kind of reconciliation as a community. 

The power went from the campus faculty and staff, and students, to mid-
level management, to hierarchical management-that's the Deans and 
President, or the Chancellor, to the Board, and then back from the Board 
to the Chancellor. So [the college] sealed its fate once we got onto 
probation. Once we were on probation we were not to have another 
leader that was not led by the Board...or another Board that was not 
leading the Chancellor or president on. 
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So it was like there was a power play. After the power left the 
campus, the power plays began to work themselves out beyond the 
campus. So the campus wasn't even concerned or wasn't even involved in 
the debate about what kind of solution to have. There was a war among 
the Presidents and Deans, and the hierarchy, and the community rather 
than the way it was before (Interview). 

Unfortunately, the community also participated in demonstrating their 

disagreement in ways that were just as horrendous as any actions the board 

could have taken. 

Board member Tress said...threats other board members have received, 
including vandalism to Tress' Isuzu Trooper on Feb.10 that included 
broken windows and crayon written racial slurs and threats" (Civilian, 
3/5/89) 

Just two short weeks after Stan Angelos drafts his letter to First Pick 

students announcing the college probation, the board of governors, itself under 

attack, decides to add fuel to this already highly charged and volatile situation. 

The college newspaper reports the board votes 3-1 to remove Angelos as 

president of First Pick Community College, 

Angelos was suspended March 15"^ with pay following disclosures that he 
had lied about his educational credentials on his resume which stated he 
has a master's degree...Board Chairman Rhoda Tress said Angelos was 
"unqualified" to hold the presidency or "any of the other positions he has 
held" in 19 years as a First Pick employee" (Crane Press, Vol. XVIII, No.7-
/3/23/89) 

First Pick student leaders were supportive of Angelos. The student group 

'Coalition for Better Leadership' wore black armbands to "mourn the loss of First 

Pick's reputation and to show support of Angelos". In the college newspaper 

Angelos was defended by one board member, who questioned the motives for 
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removing Angelos and saw the whole effort to suspend Angelos as a "red 

herring" used to camouflage the difficulties the board itself was facing, 

Is this just an attempt... [to divert] attention from the questionable status 
of this board?...When Angelos was appointed First Pick president last year, 
we the board failed to do our homework because we bypassed the 
screening process. Do two wrongs make a right? His removal brings a 
sense of shame and embarrassment that permeates every level of this 
school' (Crane Press 3/23/89). 

The former board member who had resigned earlier, Roberts, felt the entire 

board was suspect, "There is a dirty, vicious virus at First Pick that can be cured 

by some resignations" (Crane Press, ibid). 

During interviews, some respondents expressed regret about the chain of 

events, but agreed that Angelos should have been fired. 

Oh yeah, Stan... he's an interesting man...I was in favor of his being the 
President and most of us were. Because he was from the faculty, he was 
from the Student Development Program, and he was good. You know he's 
an affable guy, and he could pull things together. I thought he'd be a 
good President. Unfortunately, he did not have a Master's degree and he 
lied about it. My respect for him went down the tubes at that point and I 
was just very disappointed. And that's why he was fired. And I think he 
should have been. I think that it's too bad. It was neat that he was 
Hispanic, but overall, it hurt more than it helped. I think, anyway 
(Interview). 

Poor Stan, he was a nice guy...it was good for him to get the Presidential 
position ...it's just the credential, maybe not the skills, but he did not have 
the credential, and worst, he lied about it. He said that he had a Masters 
degree. Bad enough that he didn't have a doctorate, most people 
expected a doctorate, and I think they sort of stretched it a little bit to 
take someone with only a Masters... [for president] (Interview). 

While others expressed regret that the simple lack of credential could negate the 

value of a long history of service rendered by Angelos, 
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Oh at that time, the college president, was a Hispanic man. And he had 
actually been our Student Services Director. Wonderful, wonderful man. 
And because he came from Student Services, his focus was students. 
And, just to give you an example; I worked as an Advisor at those times 
and I would call him on his phone and I would say 1 have a student who 
needs money to attend school' 'Give me the students' name', so forth- he 
goes, 'tell them to come to the office'. There were times when this man 
pulled money out of his own pocket to see that a student had something 
to eat...That is the type of "student services" that he, this man, stood for; 
That there was not going to be any obstacle in the students' way. Well, he 
eventually rose to the rank of college president because he came in in an 
acting position. Well the dark cloud came when it was disclosed that he 
did not hold [an advanced] degree..." (Interview) 

Because he was the president, signing off on conferring degrees, etc. so 
you can see the problems... [So he],..was asked to leave. And he did. And 
it was unfortunate... [because] he was very well loved, by the students, 
the staff AND the faculty!...he had a very relaxed atmosphere about 
himself and how the institution was being run, which was important." 
(Interview) 

While still another viewed the entire situation as a political ploy, 

Now [Marcos'] successor, Stan Angelos, he was friends with the President 
of the Faculty Council. At that time First Pick was "loose about 
degrees"...Now in the old guard there was a member who also had a 
deficiency in her records, in her credentials, but she protected herself. 
She went on two sabbaticals and finished it. That was the politics; they let 
her do that to correct her deficiencies. There were two different policies, 
one for Mexicans and a different one for her, because she was of this "old 
guard". Check it out for 1989-1993. I'm not going to use names 
(Interview). 

In April, 1989, Stan Angelos was suspended with pay, and then resigned. He 

was quoted in the newspaper, "I carry some wounds, but they are healing and 

they helped me grow" (8/23/89). 

The interim President following the suspension of Stan Angelos was Linda 

S. Geoffries. Her open editorial to the college community was published in a 
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Special Edition of the First Pick Bulletin Newsletter. Of course, primarily, the 

editorial deals with immediate organizational measures. 

From: Linda S. Geoffries, Acting President/March 20, 1989 
As most of you already know, the BOG of First Pick acted at their 

March 15*^ meeting to suspend Stan Angelos with pay, effective Sam, 
Thursday, March 16*^^. 

The Executive Deans were directed to advise the Board regarding 
the appointment of an Acting president and prepared a memo for their 
consideration at a special Board meeting for March 22, 1989. At the 
moment of the President's suspension, the Acting Vice President for 
Academic and Student Affairs, Lorraine Pierce, assumed responsibility for 
routine matters, as has been standard practice in the absence of the 
President. But her job description does not include the assumption of full 
power of the President. 

The Board, therefore, scheduled an emergency meeting for 4pm 
Friday, March 17"^^ for the purpose of appointing an Acting President. 
Acting Executive Vice President Pierce formally requested that she not be 
considered due to her faculty status, the acting nature of her current 
appointment, and a possible conflict of interest." 

The executive Deans, the various presidents of each campus, want to step in and 

fill the void of leadership from their own ranks. 

At the special meeting last Friday the following was presented to the board 
on behalf of all the Executive Deans: The Executive Deans believe it is 
imperative that the following matters be addressed immediately to stabilize 
the College and assure its future. 
I. A chief executive officer must be selected by the Board. 

Recommendations: 
Filling of the chief executive officer position on a regular basis should be 
delayed until the College's probationary status has been removed. The 
Board should immediately appoint an Acting President from among the 
executive Deans to serve as chief executive officer of the College until the 
position is filled on an interim basis. While some temporary administrative 
assignments may be necessary to carry out day-to-day administrative 
responsibilities, no organizational restructuring should be made without 
prior consultation of the NCA and the State Board. Procedures to fill 
interim positions should be expedited. Persons currently under 
investigations should not be appointed to any permanent position until 
final legal determination has been made. 
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II. The Acting President should establish a timetable for removal of 
probationary status. 

However, the Geoffries editorial also included aspects of environmental diversity 

in the eleventh hour, in a time of crisis, in that it finally speaks to stressing 

ethical awareness, relationships, a sense of community, and of being aware and 

conscious of the consequences of all behavior and actions. 

At this point I would like to make a personal comment. The circumstances 
which led to the suspension of President Angelos are a personal and a 
professional tragedy for him and they are clearly of great consequence to 
the institution. 

Stan Angelos has been and will remain a dear friend and a person I 
value greatly for his many special qualities. It is my hope as events move 
forward that his decades of dedication and service to this institution will 
not be forgotten and that his unfailing commitment to First Pick students 
and their achievements will be acknowledged. There are countless 
successful citizens in this community who would not be where they are 
today without Stan Angelos' help and support in the past. 

As was stated in a recent editorial: "First Pick College deserves 
respect. Respect is what it has always given those who came to it for a 
start. Or a second chance. Or the opportunity to take a life they didn't 
like and change it, enhance it, turn it around" 

That is the challenge. To take the life of this College as it is 
currently playing out, to change it, enhance it, turn it around, restore its 
deserved respect. And we are ALL, every one of us, involved. We all 
know that the substance of the college is sound. I call for every single 
employee of the College to play a part in restoring our image. Everything 
we do has an impact. How we work together, how we conduct ourselves, 
the words we choose, what we say to our neighbors, how we respond to 
questions in the community, all send messages about this college. 

Please help send a message that the heart of this college is sound and 
its limbs are strong. And let people know as the storm clouds clear that 
the community can once again take great pride in First Pick and 
everything about it. 

So, ultimately, the fate of the college comes down, in some ways, to simple 
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issues of respect. 

Resuscitation 

During the tenure of First Pick acting president, Linda Geoffries, three 

significant institutional documents are produced. The first is the 1990 document 

entitled Report of Progress Toward Amelioration of NCA Concerns Leading to 

Probation. February 26, the first institutional document after probation. Second, 

is the document. Title Ill-Strengthening Institutions Program, March 12, 1990. in 

which First Pick College is asking for one half million dollars in federal grant 

money. And thirdly, there is the NCA Self-Study of 1990. In these final 

documents of this phase, the data relates to all four categories of thematic 

diversity, Philosophic, Representational, Organizational and Environmental units 

of analyses. However organizational and environmental predominate. 

First Pick College does strive to move forward, having undergone a major 

upheaval. There is a new philosophy at First Pick, but it does not center around 

or even seem to include issues of social justice or stated values of equality. 

Rather, because of the crises of probation and the ignominy of a president 

without "proper" credentials, First Pick is all about action and change, about 

leaving the past behind (in fact almost fleeing from it) and seizing each chaotic 

moment as a new opportunity. 

This is a critical time for the College. Many urgent matters must be 
addressed immediately and cannot await the appointment of an Interim 
President. I am setting as the highest of all priorities for the institution 
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the restoration of our full accreditation status and the redemption of our 
good name. Our immediate objectives must be to stabilize the College, to 
rebuild our reputation in the eyes of the community and the State Board 
of Directors of Community Colleges (which has oversight responsibility for 
the College) and to work with the NCA to remove probationary status. I 
am directing that the activities necessary to achieve these objectives be 
given maximum attention. After consultation with the College Executive 
Staff, some other matters may be set aside and attended to later (Letter 
from Linda Geoffries to First Pick Community). 

This attitude speaks broadly to both environmental and organizational forms of 

diversity. As the college looks to put itself back together in a different way, 

examining the processes they make use of, and the norms and traditions they 

draw on as they do is informative as to what conceptual modes might be in 

place. There is often more of an emphasis on image than on substance in terms 

of doing the hard work of pulling the college together as a bona fide community. 

Some of this is born from necessity to meet external demands, such as the NCA. 

But once again. First Pick's efforts are directed outward, rather than inward, at a 

process of reclaiming and reversing the public perception of the college as a ship 

tossing wildly and totally adrift. 

Correspondence To: Executive Director/ [State] Community College 
Board/ April 10, 1989 
From: First Pick Community College-Office of the President-Acting 
President Linda S. Geoffries 

I need to bring you up to date on several matters regarding First Pick 
Community College. 

I. On Sunday, April 2, 1989, BOG Chair [Rhoda] Tress and I had a 
most productive meeting with NCA Association Director Dr. Pamela 
Thrush, and Assistant Director Dr. Emma Jerry. We discussed the 
following: (not all listed) 

• Timetable for resolution of status of suspended President 
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Stan Angelos. 
• Improved interrelationships among existing members of 

the BOG 
• Improved BOG/Administrative relationships, particularly 

as regards the Office of the President. 
• Favorable press comments on more decorous conduct of 

BOG meetings. 
• Anticipated actions by the County Superintendent of 

Schools, Ms. Nina Shoddier to fill vacant seats on the 
Board as they occur and assure a continuing quorum for 
future meetings. Ms. Shoddier does not anticipate a 
lengthy delay in filling Karen Vendore's seat. This 
becomes particularly relevant in the event that current 
Board Chair Rhoda Tress carries out her publicly stated 
intention to resign in the near future. 

President Geoffries acts decisively and immediately to bring resolution to so 

many of the dramatic aspects of the current situation, (Just as a note to gender 

issues, all of these individuals in charge of cleaning things up are women). 

To: Board of Directors for Community Colleges 
From: Acting President Linda Sheriff Geoffries, First Pick Community 
College, April 15, 1989 

"Madam Chairman, Members of the Board of Directors, 
I would like to give you a chronology of significant actions and events 
which have occurred since that March 18*^ State Board Meeting: 
1. On March 22, the First Pick BOG passed a resolution to comply with 

all requirements established by the State Board of Directors. 
2. At the same meeting, the BOG approved a process for the selection 

of an Advisor to the BOG and another process for selection of an 
Advisory Committee. 

3. On April 7, 1989, Board member Karen Vendore resigned as part 
of a settlement on charges relating to use of a college car and a 
computer. $3500 in restitution to the College was also included. 
Ms. Miller's resignation was effective 2:07, Friday, April 7"^. 

6. A further matter of significance in this chronology is that First Pick 
Communit/ College Board of Governors Chair, Rhoda Tress has stated 
publicly her intention to resign from the Board. However, after 
discussion with Dr. Pamela Thrush, the Executive Director of NCA, with 



424 

Ms. Nina Shoddier, Superintendent of Schools for First Pick County, 
and with me, Ms. Tress has agreed, at considerable personal sacrifice 
to delay her resignation until orderly and transition and continuing 
quorum can be assured. As this body is aware, considerable 
controversy still surrounds the seating of Catherine Coltscar as a 
member of the BOG. Several forms of legal action have been initiated 
regarding the issues raised. Ms. Coltscar's ability to serve as a 
functioning member of the Board is therefore uncertain until final legal 
determinations have been made. This couid take many months. In 
these circumstances, to press for some resignations could be counter 
to the best interest of the College and the stability we so urgently 
seek. 

In its search for stability, the college declares that it has a new attitude, 

one of optimism, and one that might be a bit unrealistic in its claim of emerging 

unscathed from its scandals. On a spectrum that runs between ruin and renewal, 

however, there are many degrees of difference between hope and pretense, 

between a sincere confidence and developing a disingenuous veneer, a "Teflon 

exterior" that deflects criticism and negates the time for reflection, learning from 

past mistakes to build a sincere sense of cohesion. Some of this attitude may 

have derived from the industry of image, advertising, as one of the first tactics 

First Pick is using to regain its public identity. 

First Pick, worried about the perceptions of the college by the general 

community during all of this upheaval, hires an advertising agency to conduct 

telephone surveys in the county, trying to gauge the damage done by all the 

controversy, 

First Pick Community College Image Study Volume I: Findings and 
Implications/ Prepared for Taylor Advertising, July 1989) (From Wrenout 
Marketing & Research) 
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This report, commissioned by James Advertising, provides 
information and insight regarding the images of First Pick Community 
College in the [city] Metropolitan area. 

The image of this educational institution was evaluated several 
ways, including assessing Its leadership, educational quality, and overall 
presence in the community... 

This project was designed in consultation with the Senior Staff of 
James Advertising and First Pick's Marketing Program, which gave us 
useful insight into study and questionnaire design. The following pages 
consist of a Summary of Findings with Recommendations. A 
comprehensive study to assess...was conducted in late June and early July 
1989. A random sample telephone survey of 300 [city] adult residents 
reveals that: 
Summary of Findings: 

• Virtually every respondent (97%) has knowledge of or an 
opinion about First Pick Community College. 

• Currently, a majority of respondents are not pleased with 
First Pick's image primarily because of problems and 
publicity associated with its Board of Directors. Specifically, 
two-thirds state that they have only some or no confidence 
in the people running the institution or with its overall 
posture in the community. Education and accreditation 
issues are not related to the negative findings. 

• The information provided in this report was evaluated from 
the perspectives of a variety of population subgroups. No 
meaningful differences in responses were found between 
age groups, level of education, student or non-student 
status. First Pick attendees (past or present) versus 
attendees of other schools, or with those actively concerned 
about community issues. 

There is no mention here that a "population sub-group" that might have been 

used in the survey could have been determined by ethnicity. This serves as an 

indication that when perceiving the community as a whole, aspects of 

representational diversity are overlooked. The "community" that was looked to 

constitutes the one comprising the dominant population. However, the results of 

the study also speaks to the function of education, not strictly as a credential 
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mill, but as extension of the community "family", 

Recommendations: 
Based on the information obtained in this study. First Pick 

Community College's image as a quality school of higher education has 
not been tarnished by controversies surrounding its Board of 
Governors. It appears that the Board's circumstances are isolated from 
the school's academic and vocational education programs. Loss of 
accreditation, probation or difficulty in transferring credits are not 
foremost on the public's mind. This is not an uncommon scenario... 

The advertising agency makes a comparison between First Pick's current 

controversy and an ongoing 1989-90 dispute in the state of Arizona about the 

implementation of a Martin Luther King Holiday that brought a lot of notoriety to 

that state, 

A parallel example would be the controversies surrounding the 
previous Arizona governor. While it made for good reading and 
conversation and created doubts about state leadership at its highest 
level, the public did not stop using state agencies or governmental 
services. 

In all, the agency recommends that the college simply try to brush the 

controversy under the public rug and move forward. The college does not take 

the time to deal with "closure" or resolutions. 

In terms of positioning strategies, the most prudent course would be to 
ignore the Board's situation and focus on the positive elements of First 
Pick. In particular, this study reveals that its major strength are its 
accessibility to the local community by being affordable, convenient and 
offering quality educational programs. Furthermore, it has a satisfied and 
apparently large group of loyal alumni that complements its established 
service role in the Metropolitan area. 

There were no major differences in attitudes among demographic 
subgroups. Therefore, positioning and media strategies do not have to 
separately address special concerns. Awareness of the name First Pick 
Community College is very high, indicating that a name awareness 
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campaign is not necessary. 

In the first institutional document written after probation, the Report of 

Progress Toward Amelioration, it must be taken into consideration that the 

nature and purpose of this report to the NCA will, almost out of necessity, be 

conciliatory. The college is claiming itself fully recovered, an "academically 

healthy" institution, "First Pick Community College thus finds itself presented with 

multiple opportunities to bring to bear on an academically healthy institution the 

revitalization and redirection that only such a period of fundamental change can 

provide (p.27). 

Additionally the college maintains that the image of First Pick as an 

educational institution has not faltered, which actually contradicts the results 

found from the advertising polls in which a majority of the sample said they were 

unhappy with First Pick, its, board, and its positions in the community, 

Opportunity for Further Change: 
These events portray a college in rapid transition, experiencing 

within two years a series of unparalleled changes. With the exception of 
complications resulting from the reorganization mandated by the previous 
BOG, these changes have provided the opportunity for continued positive, 
developments in long-range planning, institutional decision-making, 
curriculum design, and community relations. 

Most significantly, during the period of instability leading to this 
rapid evolution, the college—In the eyes of its students and the larger 
community—remained virtually unharmed in its ability to deliver quality 
educational experiences to the residents of First Pick County. 

The college disposes of the disreputable BOG with as swiftly as possible. And it 

is quick to assure the NCA that the current board is acting above reproach. 
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In March 1989 the North Central Association's Commission on Institutions 
of Higher Education placed First Pick Community College on probation, 
citing four specific concerns regarding the conduct of the Board of 
Governors, its relationship to the college administration, and the effects-
actual and potential- of its behavior on the performance of the 
institution... It is the judgment of the present First Pick Community 
College administration and of the NCA Self-Study Steering Committee that 
three of the problems cited have been eliminated and that substantial 
progress has been made in ameliorating the fourth. This conclusion is 
supported by opinions expressed in the local media, recent actions in the 
community, results of surveys administered to members of the college 
and the community, and above all the exemplary behavior and effective 
performance of the present board members. 

In the report the college takes pains to reiterate that the college is recovered, 

and lists the multiple measures that it uses to diagnose its condition, 

The overall effectiveness of the institution appears to be sound. A recent 
attitudinal survey of [city] residents indicates that the effectiveness of the 
college in pursuing its mission is intact. Surveys on morale can be 
interpreted as additional indicators of stability and effectiveness; certainly 
employees are more satisfied working at the college under the leadership 
of the new board. While some organizational modification is likely to 
occur over the next month, changes are being carefully and thoroughly 
considered and will be implemented in accordance with previously 
announced procedures (p.9). 

How they achieve the new board exemplifies some of the new college style. 

Attempts are made to restore confidence in the board by selection of the new 

board members through appointment rather than through public elections. Of 

five board members, all of the four that were considered offending have been 

pried out of office by one method or another. 

We are pleased to report the following evidence of progress regarding 
each of the concerns that led to probation. NCA Concern # One-
Continuing serious disputes among members of the Board of Governors 
have damaged the Board's credibility and have prevented the Board from 
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conducting its business in an appropriate and effective manner. 
Current Status- Between February and September of 1989, four of 

tlie five elected members of the BOG left their positions through 
resignation or court removal and were replaced by appointees of the First 
Pick County School Superintendent... With the departure, one by one, of 
the most disruptive board members, the pattern of behavior improved 
immediately and consistently. The last serious dispute during a board 
meeting occurred on March 15, 1989 while three of the former members 
were still in office. 
NCA Concern # Two 

Allegations of misconduct and misuse of public funds by Board 
members have led to independent investigations by the State Community 
College Board and the [State] Attorney General, have disrupted the 
normal business of the BOG and have called into question the overall 
integrity and effectiveness of the governance of First Pick Community 
College. 
Current Status- All of the Board members who were accused of 
misconduct or misuse of funds have left office. In April 1989, the member 
alleged to have improperly used a college automobile and computer 
resigned as part of a court settlement; charges were dropped and 
restitution was made to the college. In June the member accused of 
living outside the district that she was elected to represent was removed 
from office by court action. 

The one remaining board member that had not been contentious, survived the 

Board excoriation and expulsion, "The fifth elected member, who was not a 

subject of controversy, remained in office and contributed to the restoration of 

harmony" (Progress Report). 

There was one board member...who had the confidence of both the 
faculty and some administrators. She had come through Special Services, 
actually the El Camino Nuevo and she...had the respect of most parties 
involved. She was the only Board member who survived the purge, as it 
were... 
[MJ- You call it a purge?] 
Yeah, for want of a better term (Interview). 

Eventually, the four new board members are appointed by the County 



430 

Superintendent of Schools. Earlier on during the reorganization, before the 

fiasco of probation, attempts had been made to hold the Board accountable, but 

no mechanisms were put into place to ensure this process, 

Chapter II- Governance 
RECOMMENDATION: There should be an orientation workshop for newly 
elected members before being seated on the Board. The orientation 
session should include a review of statutes, bylaws, policies, relationships 
with state entities, history of community colleges, including First Pick 
College and parliamentary procedures. 
AREA: To be determined 
ACTION TAKEN: None to date 
COMPLETION DATE: To be determined. CUpdate to the Institutional Profile 
Self-Report 1988) 

Now, the five member Board, four new members and one incumbent, are given 

comprehensive instructions on how to behave, instructions shaped particularly by 

NCA concerns, 

NCA Concern #Three-

The Board of Governors appears unable to differentiate between policy
making and administration. Members of the Board have bypassed normal 
reporting procedures, have allegedly intervened in hiring processes, and 
have generally intervened in matters properly the responsibility of the 
president and those persons reporting to him, thus disrupting the general 
operations of the college. 
Current Status- ...removal of those individuals who had difficulty 
differentiating between policy-making and administration provided an 
effective end to these questionable practices. Beyond that, the current 
board membership has participated in extensive training and taken other 
measures to ensure that such practices do not occur. 

The distinction between governance and administration was a 
principal focus of the special training provided by a consultant from the 
Association of Community College Trustees to ensure appropriate behavior 
and effective leadership for the present and future boards. James B. 
O'Neil met with the BOG on April 23, 1989 to explain his role and purpose 
as advisor to the Board. In addition to numerous other contacts in the 
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ensuing months, Mr. O'Neii conducted intensive workshops on May 24, 
June 21^^ and November 20"", clarifying board responsibility and providing 
guidelines for conducting college business. The agenda for these sessions 
included: 
Principles to Live By Mission Policy-
Administration 
Board-President Relations 
The Presidential Search 
Goals 
Board Role in Academics Handling of Complaints & Other Input 
Presidential Evaluation (based on Institutional goals and objectives) Board 
Preparation for the NCA Visit." 

Meetings (all aspects) Ethics 
Future Board Training Board 

A second consultant. Dr. Leslie Thomas was brought in by Mr. O'Neii to 
provide parallel training in ethical behavior for administrators and other 
collective personnel. As a result of this training, the BOG has enacted 
significant changes in its bylaws and guidelines, including a revised and 
expanded Code of Ethics, procedures for handling complaints and 
acquiring real estate and, most importantly for the long-range future, 
provisions for thorough orientation of new board members. 

Furthermore, it is made clear that this is a thoroughly reformed board, with 

assurances that they will interact in a unified and professional manner. 

Since the current membership began functioning as a unit in September 
1989, there have been no disputes, serious or minor, on the board. The 
present members, though they have diverse personalities and interests, 
have displayed a high degree of mutual respect, good humor and unity in 
pursuing what is clearly best for the college and the citizens of First Pick 
County. As a result. Board meetings have been conducted with civility 
and decorum, and college business has been effectively managed 
(Progress Report, p.2). 

Discussion of the participation of citizens and voters are conflicted however. On 

the one hand, it was irresponsible voters that brought the elected board into 

office. 

On August 26, discussing the merits of an appointed board over an 
elected one, the [local newspaper] described the turnabout in board 
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conduct: 
'Fortunately, the parade of selfish political schemers posing as 

board members has come to a halt. If First Pick manages to restore its 
reputation, students, faculty and the county can thank the appointed 
board members who are cleaning up the mess left behind by the reckless 
ex-board that voters chose.' (Introduction) 

On the other hand, it is concerned citizen groups that inserted itself into the 

melee and introduced alternative individuals to select for appointment. 

On the day after the State Community College Board removed the 
sanctions, its Executive Director was quoted as follows in the [local 
newspaper] (Jan, 20, 1990), 

The concern has been with the board's relationship with 
administration, faculty and staff. We believe the community was put on 
notice, the citizens got involved, quality board members were appointed 
and we believe that the...stain on that college has been removed.' Part of 
the public involvement alluded to...was the formation of non-partisan 
citizen's group committed to identifying and encouraging well-qualified 
candidates who would be available for future board elections. Community 
efforts of this kind provide the strongest assurance of reversing the 
pattern of board controversy and identified by NCA visiting teams since 
1981 (p.6). 

This group does go on to formalize and is still active at the time of the 1990 NCA 

Self-Study, 

... [it was] citizens actions which rescued the college from the turmoil 
surrounding governing Board activities in 1989. Since then, one of the 
groups that were instrumental in that effort has increased its role to 
include responsibility for monitoring the performance of the Board 
members. The Citizens First Pick Board Action Committee (CFPBAC) 
whose members were primarily from the business community, provided 
the County Superintendent of Schools with lists of qualified candidates 
from which the present appointees were chosen. The CFPBAC is currently 
expanding its membership with a goal of 500 participants representing a 
cross-section of the community (1990 NCA Self-Study Draft, p.64). 

There does seem to be a consensus that a complete renovation has taken place 
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and harmony has been restored, 

By January, 1990 on the occasion of the State Community College Board's 
lifting of sanctions against the college, First Pick's representative to the 
State Board, Art Chapa, described the transition as complete, 
The difference between then (a year ago) and now is that then was 
chaos and now is responsible governance at First Pick College. These new 
board members have really turned things around...The restoration of 
appropriate behavior brought about a return to effective governance. 

However, since the current Board is mostly all new members, appointed in the 

very height of crisis, it feels as though the college is still not that stable, either. 

Two NCA Self-Study surveys of the college community register an initially 
cautious but rapidly increasing confidence in the board's performance 
since the changes in membership. In September 1989 college personnel 
and students indicated a high level of satisfaction with the board. Though 
it was apparent from the high level of "no answer" responses and the 
written comments that it was too early for many to make up their minds. 
Students, faculty, associate faculty, staff and administrators were asked 
the following question: 'How do you rate the effectiveness of the new First 
Pick Governing Board, as of Summer 1989?' The evidence is strong from 
every quarter that the Board of Governors has not only regained its 
credibility but is enjoying a very high level of support in the college and 
the community (p.4). 

Most realize, I think, that the fate of the college rested, basically, on the 

performance of the BOG, 

Institutional Management 
The present Board is seeking increased leadership effectiveness 

through an improved board membership orientation program, and the 
development of a Code of Ethics to guide behavior. 

Major initiatives before the Board and Administration include 
removal of the NCA institution probation status, assessment of the 
College's organization structure, evaluation of the effectiveness of an 
administrative organization..." (NCA Self-Study, p.6) 

The college was not completely out from under its dark cloud; There was still the 
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need to conform to demands from external authorities in order prevent the 

danger of economic sanctions being applied by state agencies, 

In February 1989 the State Community College Board notified the college 
that is was imposing the following requirements, with the threat of 
withholding State Aid funds in the event of non-compliance: 

1) the governing board "must employ...an authority in the field of 
community college board/staff relationships' as 'a special advisor to the 
study, recommend and advise [the board] about its policies, procedures 
and practices relating to its college administration and staff; 2) the 
governing board must appoint "a select committee of not less than three 
persons...to monitor and advise [the board] on the implementation of any 
recommendations made by the special advisor and/or the NCA; 3)No 
restructuring or reorganization of First Pick's Administrative staff shall be 
undertaken unless approved by the [State Board], with the exception of 
reorganization plans approved before February 18, 1989. 

First Pick Is assiduous is complying with all demands placed upon it, 

The college proceeded to comply with these requirements, though the 
third one subsequently hampered progress on one of the concerns 
expressed by the NCA...In March, the State Board agreed to release funds 
that it had considered withholding. And in January 1990, following a series 
of reports from the acting president... the State Board voted to remove all 
the requirements that had been imposed on the college. 

The "third one", the requirement that hampered progress, of course had to do 

with all of the massive reorganization that had been implemented by a now 

denounced, disgraced and dismissed board. All those shifting directives were 

always resented, had fallen further out of favor and would now be frozen, in 

some ways binding up the college and preventing final resolution as well, 

NCA Concern # Four 
A large number of positions have been filled on an interim basis 

with little or no progress towards making permanent appointments, 
threatening the overall effectiveness of the institution. 
Current status- Shortiv after the NCA February 1989, Fact-Finding Visit, 
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the administration reviewed the positions with acting or interim status and 
established priorities and procedures for filling them on a regular basis. It 
soon became apparent, however, that many of these positions were the 
product of a new, somewhat unpopular reorganization that was mandated 
by a board whose membership has since changed significantly. At the 
same time, the opportunity to reconsider the organizational plan was 
denied by constraints on further reorganization imposed by the State 
Community College Board. It was therefore deemed inappropriate to fill 
some of the positions until the reorganization could be properly reviewed, 
particularly with the likely appointment of a new president within the year. 

From the NCA Self-Study Summary report in 1990, there is a retrospective of all 

that the college has undergone in a relatively brief period of time. The 

statements reveal concern with environment and organizational structure and are 

mostly drawn from the section on Institutional Climate- Condition of the College 

(p.26), "Since the last comprehensive NCA Self-Study, in 1988, First Pick 

Community College has experienced the following major changes affecting its 

governance and administration: 

• A probationary period beginning in March 1989, leading to 
another comprehensive self-study that has resulted in this 
report: 

• Removal of a president, who was replaced by an acting 
president from March 1989 to May 1990; 

• Removal or resignation of four or five elected governing 
board members, who were replaced with temporary 
appointments; 

• Completion of the third phase of a comprehensive 
administrative reorganization begun by the Board of 
Governors before the changes in membership. 

• Appointment of some 20 administrators on an acting or 
interim basis, mostly as a result of the reorganization; 

• A presidential search culminating in the selection of a chief 
executive officer with nationally recognized experience; 

• The hiring of administrators for positions previously filled on 
an interim or acting basis. 
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During the same period—sometimes because of these changes and sometimes in 

spite of them, the college has undertaken a number of significant projects critical 

to maintaining and strengthening its stability: 

• A series of training sessions for the BOG and members of the 
administration, conducted by two authorities in governing 
boards and administration; 

• Adoption of new bylaws and guidelines for the Board of 
Governors, including an expanded Code of Ethics and a 
procedure for orientation of new members; 

• A comprehensive review of the mission statement, involving a 
college-wide effort with community participation, to redefine the 
institutional purposes and realign them with the mission; 

• Implementation of a strategic planning process to replace the 
five-year master plan concept previously employed. 

• Development of a procedure for evaluating administrators, 
implemented on a pilot basis in April and May 1990. 

• A comprehensive re-design of the Faculty Evaluation program to 
take effect in... 

• Implementation of a program and services review process, after 
several unsuccessful efforts in recent years; 

• Extensive, vigorous involvement with the community, 
particularly in providing opportunities for economic 
development, including the establishment of a Business and 
Industry Center in the college. 

Yet, there must be the acknowledgement that the college faculty and other 

personnel experience the internal machinations of the college in ways different 

than just the public eye, and feel the impact on a level different even than those 

reverberations felt organizationally; for First Pick personnel there are still issues 

to contend with that are not so easily fixed, "While NCA emphasized that its 

sanction was solely caused by Board behavior, probation has negatively effected 

the college image and the morale of faculty and staff"(p.3). 
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So what of First Pick's "health" when it comes to the condition of 

environmental and organizational diversity? The college was assiduous in taking 

the "pulse" of the college, trying to maintain a sense of equilibrium and gauge 

personnel morale. In January of 1990, the Self-Study committee issued yet 

another survey, beginning with the question, "How does your morale as a 

member of the College compare to what it was a year ago?" The responses were 

somewhat ambiguous. 

The distinction between satisfaction with the benefits of improved 
governance and uncertainty or relative dissatisfaction with the actual 
operations of the college is also suggested by the results of the survey as 
a whole. The consensus response of the President's Executive staff was 
"Better". The Staff Council, on the other hand, divided its response 
between "much better" and "worse. 

The survey team attributed this ambiguit/ to still having so many unknown 

factors in the colleges' future, "...the high rating to improved Board behavior and 

the regaining of community respect and the low rating to anxiety until the new 

president arrives and skepticism regarding operational issues." The percentage 

of results of the 104 faculty responses were as follows; 

Much better 26% Better 43% The Same 16% 
Worse 9% Much Worse 4% No Answer 5% 

There are also additional top-level changes in organizational structure. 

The two executive Vice presidents who currently supervise operations on 
the one hand, and academic and student affairs on the other, will be 
replaced by a singe Vice Chancellor controlling the various services to 
education. The new central administration will show a net reduction of six 
positions, with an anticipated reduction in costs as well. 

For the time being, the organizational structures of each campus 
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will remain as it is, with future changes in the hands of the Provosts (NCA 
Self-Study p.39). 

The documents produced for the audience of the NCA all assert that First Pick 

has become an inclusive, participatory; a communal, as well as a community, 

college. 

The College is accountable to its students and to the community for 
sound linkages, fiscal responsibility, and educational results. The College 
will continuously assess student outcomes for informed decision-making 
and strategic planning. It will also promote the worth of its employees 
and a work environment highly conducive to fulfilling the College Mission; 
through dialogue and collaboration with internal and external constituents, 
ensure that College goals and programs serve their unique and changing 
needs and create advocacy and a widespread sense of ownership within 
the community." (NCA-Self-Study 1990) 

Yet many of these assurances do not resonate with faculty experience of the 

current First Pick environment. They were still suffering fall-out from the re

organization of the previous board, most of which was still in place at the time of 

the 1990 NCA Self-Study even though. 

The reorganization, carried out by order of a since-discredited Board, 
created considerable internal controversy that could not be alleviated for 
some time. 

In Fall 1989, college administrators prepared organizational charts 
for their units. These charts reflect accurately the locations of the 
principal responsibilities and the lines of authority within the new 
structure. However, the size and complexity of the district, together with 
differences in organization and procedures between individual campuses 
have continued to provide significant challenges in management and 
communications 

So much of the material from institutional documents now illustrate that the two 

distinctive categories, organizational and environmental diversity, are becoming 
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difficult to differentiate. Functions of the structural aspects of the college, as well 

as the environment that these structures produce, creates an air of ennui as 

documented in the polls administered by the NCA Self-Study team. The largest 

percentage of responses fall into the response, "passably". 

Results of the 1990 Self-Study Survey confirm that there is room for 
improvement in these areas. When asked, "How well does the current 
organizational structure assist you in carrying out the mission of the 
college?" the 104 faculty respondents answered as follows: 

Very Well 10% 
Well 22% 
Passably 34% 
Poorly 21% 
Very Poorly 12% 
No Answer 2% 

The Staff Council, asked the same question, slightly adapted, chose the 
response "Poorly", citing uncertainty about where decisions are made and 
noticing differences between campus and district performance. The 
Executive Staff, with a diversity of responses, agreed on "passably" as a 
consensus answer. They too, implied that answers would vary depending 
on where one was placed in the structure. 

The Faculty were then asked the following question about 
communications: "How well do communications in the College (both 
formal and informal) assist you and others in carrying out the mission of 
the College?" Their responses were strikingly similar to those of the 
previous question; 

Very Well 10% 
Well 22% 
Passably 36% 
Poorly 22% 
Very Poorly 7% 
No Answer 3% 

The staff's consensus response again was "poorly" with the comment that 
answers could vary widely from one campus to another. The Executive 
Staff agreed on "passably". (1990 NCA Self-Study, p37) 
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Not only are there similarities between personnel groups within the 

college, but also an increasing imbalance between full time faculty members and 

part-time faculty. This disparity is revealing about the environment as well; in 

that there is an emphasis placed on the institution's well-being over that of 

faculty. Both the Strengthening Institutions grant and the 1990 Self-Study and 

acknowledges this, 

First Pick currently employs 840 full-time regular faculty members, staff 
employees and administrative personnel. Associate (part-time) faculty 
average 1200 each semester."(Strengthening Institutions grant, p.7) 

"More than half of the First Pick classes are taught by associate (part-
time) faculty. The 1988 NCA Visiting Team expressed a concern about the 
procedure for computing full-time/part-tine faculty ratios and there is 
extreme concern among faculty (less among staff and administration) 
about the effect of the present ratio on the educational program. The 
1990 NCA Self-Study Faculty Survey included the following item: 

"Last semester 1,446 classes were taught by Full-time Faculty as 
part of their regular load and 2,098 classes were taught by Associate 
Faculty, not otherwise employed by the college. How well does this 
pattern serve the college in accomplishing its mission?" 

Well over half (58%) of the faculty responded "Poorly" or "Very 
Poorly". The complete tabulation is as follows: 

Very Well 4% 
Well 7% 
Passably 26% 
Poorly 29% 
Very Poorly 29% 
No Answer 5% 

The President's Executive Staff provided a diversity of individual responses 
but agreed on "Passably" as a consensus answer, and the Staff Council 
response ranged from "Very Well" to "Poorly" with no consensus 
agreement. 

The Academic Affairs Executive Council will soon recommend a 
clear procedure for determining the ratio. Current efforts to strengthen 
the educational program are dealing with the effectiveness of part-time 
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instruction. Tine Task Force on Comprehensive and Integrated 
Recruitment, Selection, Orientation, Development and Evaluation for 
Associate and Regular Faculty is giving initial consideration to part-time 
Instructors as it examines four issues related to faculty issues: 

1) Orientation, 2) Professional Development, 3) Recruitment and 
Selection, and 4) Evaluation (NCA Self-Study) 

First Pick personnel are also aware of the imbalance and lay the off-setting ratio 

of fuil-time to part-time faculty at the door of economics, 

...we're trying to make 50-50, fifty percent adjunct, fifty percent full-time 
faculty. That's the Chancellor's goals, but I don't know...you know you 
double dip, there's ways the numbers can be changed, but I don't think 
we'll ever have 50 -50... when they realized they could cut budgets by 
moving full-time faculty down and pumping the adjuncts up... Not paying 
benefits... (Interview). 

Over fifty per cent by the way. Over fifty percent of all the teachers here 
are adjunct faculty... Right? Now they're battling to get benefits, but they 
haven't won... Oh, [they] work eight or ten years here as an Adjunct 
faculty with no benefits. You just hang on by your toenails, do something 
else, you hang on. It's essentially a slave labor system. We keep talking 
about how important education is. Well, the root of that is that Americans 
don't really care about education, financially (Interview). 

The wide-spread and extensive use of part-time personnel is not only to be 

found among faculty, but among staff as well. 

In 1988/89, 3,812 temporary employees were hired in a variety of staff-
support positions. This practice is helpful to meet heavy demands at 
certain times, such as the start of a semester, but the unusually large 
numbers of these employees is a long-standing concern that needs to be 
addressed fMav 1990 Draft of the Summary Self-Studv to the NCA. p.57). 

Many First Pick constituents feel that the infrastructure of the college is 

still somewhat shaky, still in need of a renewed sense of community. First Pick is 

still without a CEO in office and so the first order of the day becomes to obtain 
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new leadership. 

However, to ease the transition and expedite amelioration... the college 
discussed the pressing need to fill administrative positions as part of the 
presidential selection process and has completed three key appointments 
in recent months: l)the President;2) the Assistant Vice President for 
Human Resources Management and 3) the Assistant to the President for 
Equal Employment Opportunities/Affirmative Action. Additionally, three 
associate dean positions are in the process of being filled (NCA Self-
Study). 

The 1990 Self-Study tells of the process to search for the new President. The 

board was very careful to learn from its past mistakes this time, unlike previous 

searches, maintaining the utmost attention to detail. The new image of the 

college is one of inclusion and participation. There was no by-passing of the 

screening process. Outside expertise was sought and there was ample inclusion 

from both community and college constituencies. 

An additional timely benefit of the board's special training was the design 
and implementation of a nationwide presidential search based on a clear 
understanding of the current needs of the college and involving extensive 
input from members of the college and community. This accomplishment, 
too, scored high marks with the college community. 

One of the most significant achievements of the current BOG was the 
comprehensive hiring process established to ensure the selection of the 
best possible president for First Pick Community College. The process 
began in August [1989] with the hiring of a national consulting firm, which 
initiated advertising and counseled the board in planning the process. In 
October the BOG held four open meetings to seek input from college 
personnel and the public concerning qualifications and established an 
Advisory Committee consisting of five members from the college and six 
from the...community. The sixty-five applicants from across the country 
were screened down, from which the board selected four finalists. 

In December the finalists visited the college separately and 
interacted with the Board, members of the college and the public at 
forums in several locations. Evaluation forms submitted by those in 
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attendance provided additional guidance for the board in making its final 
choice. 

On January 12, 1990, eight days before the conclusion of the presidential 
search, respondents to the 1990 NCA Self Study Faculty Survey expressed 
a high degree of confidence in the process the BOG was following: They 
were asked "How Do you rate the process followed by the current BOG in 
hiring a new president, compared to previous presidential searches?" The 
faculty responses were as follows: 

Much better 48% Better 31% The Same 8% 
Worse 1% Much Worse 0% No Answer 14% 

The Consensus answer of both the Staff Council and the Executive Staff 
was "much better. 

The deed is done when, 

On January 20,1990, Dr. Whalen Ponweek was introduced to the public 
as the next President of First Pick Community College. He assumed office 
in May 1990. As of July 1, 1990 Dr. Ponweek will assume the title of 
Chancellor (Strengthening Institutions grant, p.35). 

The NCA surveys revealed the large amount of anticipation and expectation of 

change within the college as a result of who the new, incoming president would 

be and what they would do. Whoever held that position had a tremendous task 

before them, to try and pull the college back together. 

Although varying interpretations may be placed on the survey results, 
they do indicate that the new chief executive officer will need to monitor 
carefully the organization and operations of the college and engage in 
consensus building at every opportunity. The dramatic turnabout in 
governance, which had been the college's principal weakness, and the 
reservoir of good faith surrounding his appointment provide an auspicious 
set of circumstances for continued improvement... The reorganization, 
carried out by order of a since-discredited board, created considerable 
internal controversy that could not be alleviated for some time. 

It is as though history is repeating itself. Just as in the days of Bowles 
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and Mullover, there is turmoil and upheaval at First Pick and then a call for 

corrective action. There must be someone who comes in and "cleans up the 

mess." In the first epoch of the college, it was Marvin Tsohg. And even though 

that episode of the college turned into a drama all its own, as in the past. First 

Pick looks to new leadership to calm the troubled waters of the turbulent college. 

First Pick is undergoing comprehensive changes and wants to acknowledge that 

with the change of title in the presidential office. 

In keeping with institutions of similar size and complexity, after July 1, 
1990, the chief executive officer will be designated Chancellor, and 
campus executive deans, the principal educational leaders, will be 
renamed Provosts. They will report directly to the Chancellor though their 
efforts will be coordinated by the Assistant Vice Chancellor of Academic 
Affairs" (1990 NCA draft of Self-Study, P.38). 

Even though the new Chancellor is not physically in office yet, the college is 

adamant in underscoring that there is someone new in charge other than the 

governing board, even though most of the infamous members have left. 

Board/President Relations 
Between his appointment and his taking office. Dr. Ponweek visited the 
college frequently to work with the acting President on important 
decisions during the period of transition and to establish a relationship 
with the Board of Governors. He and the Board together identified seven 
goals for the President to pursue upon taking office; 

• Remove probation status 
• Review educational services and administrative organization 
• Upgrade ail management practices 
• Improve faculty development and teaching 
• Build community confidence in First Pick Community College. 
• Develop Strategic Plans for: 

(a) Mission 
(b) Facilities 
(c) Organization 
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(d) Curriculum 
(e) Finance 
(f) Human Resources 
(g) Instructional Delivery 
(h) Student Services 

There is an assurance that Ponweek will come in and "fix" things. It is 

somewhat ironic however, given the current circumstances of leadership at First 

Pick, that a new individual, (even though he will be the president) as a stranger 

to the college and even to this specific part of the nation, was solely responsible 

for bringing in his ideas that will shape the college's reorganization. Though the 

Board learned its lesson on providing a by-the rules screening process, they have 

not learned any more on shaping the college through soliciting internal input and 

consensus. Once again internal constituency is excluded from the reorganization 

process, 

Current Reorganization 
On April 11th and 12th, more than a month before taking office, 

Dr. Ponweek presented to the BOG and the college community his plans 
for reorganizing the administration of the college. The three main thrusts 
of the proposed structure are: 
1. To give primacy to the educational mission, unifying all elements of 

the college in that effort. 
2. To simplify and clarify the lines of authority and reporting 
To create a central administration whose purpose is to serve and 

coordinate the efforts of the campuses, where the responsibility for 
delivering educational services will reside (1990 Self-Study, p.38). 

The college finally begins to believe it has achieved its clean slate; they have a 

new Board, a new president. The new "captain at the helm" Whalen Ponweek, is 

a former Chancellor of the Virginia Community College system. Individuals 



446 

interviewed explained the changes under Ponweek as a "tightening" of the 

structure, 

And when they eventually brought in a gentleman...Ponweek... And then 
he, along with a committee of community leaders...appointed along with 
the Superintendent, appointed four board members, most of who [then] 
ran on their own and were elected in their own right... The new Chancellor 
came in and he worked to give the Board a bit of training so that they 
could understand their government roles, instead of being viewed as 
Administrators (Interview). 

Whalen Ponweek, he came from the East...at that time very 
conservative...very, ver/ different. We had been used to a college 
"president", then all of a sudden, we went to a Chancellor, and from the 
Chancellor we got a provost, who would be on the campus! So it got to be 
a different thing- very structured... And you started to feel that as those 
layers start to be put into place, become more formalized, things became 
more "tight". 
[MJ-Could you describe it as hierarchical?] "Oh definitely! Yes, yes, yes! 
(Interview). 

Our Administration had changed... each time you get a new Chancellor; 
you get a new focus and direction. [Ponweek was]...yes, oh yes, a major 
shift. Just a major shift. Because here you went from a very relaxed 
president [Angelos] who would walk around and who knew everyone by 
name, was very personable and well-loved. Who had grown up with the 
institution, because he had started...Well, I think he came here as a 
faculty member. I think he used to teach in the community at one of the 
local high schools. But I mean, you know he was well-known in the 
community. To Ponweek. He came from the South. Very different values, 
very structured...his purpose is to come in and straighten things out, the 
mess. Make things right. So he had on a whole different tact. He 
realigned all the administration, and faculty position loading; just a 
number of things at the administrative level. But you felt the shift, 
definitely felt the shift, and the changes that were coming! And like I said, 
it first went on at the administrative level and he realigned and redesigned 
the structure there (Interview). 

[Ponweek] just came in to "fix" the problems, back to where it needed to 
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be. And at that time we had...what...four campuses? We didn't have 
Panorama campus up and running yet, but we had the Central Campus 
and that was brand new, and that was to be our technology campus and 
so forth. So he was very futuristic in that it became an area that he was 
very interested in. ...[Ponweek], he would have steering committees, and 
he would have Strategic Planning Committees that would incorporate the 
planning...and then each academic area; We had advisory boards, so that 
you had the community connections with your community college.. So, 
there were a lot of changes (Interview). 

One of the first items Ponweek attended to was the re-crafting of the 

institutional mission statement. This was a symbolic as well as a functional 

endeavor. He took on this project even though he wasn't yet in office, signifying 

leadership and active change. While it was meant to reassure the community of 

the stability of the college, there is no mention of multiculturalism or access 

through diversity. In the time of crisis, perhaps notions of difference are 

sidelined; the college is sticking to basic institutional survival and retreating to 

conventional organizational strategies. The traditions turned to can illustrate the 

predominant cultural norm operating. Initially, it seems that Ponweek is 

rekindling the notions that were central to the mission of community colleges 

two decades ago; access, teaching, community leadership, and service. 

Mission Renewal- On February 9, 1990, the First Pick College Board of 
Governors, the Executive Staff and representatives from the Faculty, Staff 
and Student Councils met in a retreat to discuss and chart future 
directions for the College mission. Key points of consensus which will be 
included in future mission statements include: 

• Support student access by providing financial access; academic 
access; temporal access, physical access, geographic access. 

• Commitment to College employees with an optimum teaching 
and learning environment as a major focus of this commitment. 

• Proactive, demonstrable educational leadership in the 
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community. 
• Commitment to community service. 

Signed the new First Pick Chancellor, Dr. Ponweek 
"(Strengthening Institutions Grant, p.10) 

To some faculty, initially, the changes Ponweek was implementing seemed 

positive. He was eliminating the irregularities and idiosyncrasies of the past 

administrations. He was eliminating partisan treatment with equitable allocations 

and he was even trying to provide remuneration for past inequities, 

There was one sort of big change that happened, when Ponweek, when 
he came in. There was a change that happened, that was a positive 
change. He had faculty salary schedule. Before that, it was a little erratic, 
who was paid what. And when he came in, he kind of standardized 
everything and made it very, very fair. Because in the past, it was kind of 
like, "well who could play the system the best made the most money". 
Because we use to have this system called Professional Growth Points, 
where you got extra money, like if you wrote a book, or if you gave a talk 
on your subject..it got tacked onto your salary, and then the increases 
got bigger...And there were people who were REAL, REAL good at that 
and who would just get paid huge amounts, and then there were people 
who didn't do that kind of thing very much. So it was very uneven! And 
Ponweek came along and standardized all of that, so you had an actual 
chart where you could see where you were and where you'd be next, etc., 
and I think that was a real good thing. And for some people, me included, 
once we got on that schedule, got great big checks to make up for the 
fact that we hadn't been paid enough in the past. So I was happy about 
that! And it made it a lot more fair (Interview). 

Institutional documents corroborate this sense of Ponweek trying to pull 

things together. In the 1990 Mission Statement all the indications point to an 

emphasis on environmental diversity. Its strengths rest on dialogue and 

collaboration, accountability to its constituency. Inclusion and encouragement. 

Coming from the new, "Office of the Chancellor," Whalen Ponweek, the Mission 
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Statement was touted as being the product of two years of inclusive 

collaboration. 

Here is your copy of the College's new mission statement. It is the result 
of almost two years of workshops, position papers, research surveys and 
committee discussions which culminated in the September 6-7 charette 
during which the statement was written. 

The North Central evaluation team cited the new mission statement 
as a major accomplishment and strength of the College. I agree whole
heartedly. This statement has come from the community and from you 
the employees of First Pick Community College. It provides us with a 
clear vision of who we are and what business we are in. It focuses us on 
students and their needs. It is a fresh, distinctive statement of the 
College's role in this community and it is faithful to the 20-year tradition of 
the college. 

To all who participated in so many ways in the development of the 
new mission statement, you have my appreciation and gratitude. I hope 
that you will find an appropriate place to display your copy of the mission 
statement at your workstation. Help us to make this not simply a catalog 
document, but a source of vision and energy each workday for you who 
are First Pick Community College. Thank you. 

This notion of displaying the Mission Statement has become a tacit college norm. 

In almost every office I visited, there is a framed copy of the Mission Statement 

prominently in view. 

More than just good intentions are needed, however, to provide ballast to 

certain aspects of the imbalanced college. At the core of much dissatisfaction 

was the reoccurring issue of allocation of resources. There was a constant sense 

of unfairness that permeated the college although college documents assert the 

funding process as including representation and input from all levels of college 

personnel, 

Budget and Allocations 
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Guidelines and reconnmendations for the general fund budget are 
provided to the president each year by the College Budget Review 
Comnnittee, a representative group, Including the Vice President of 
Finance, other administrators on the college and campus levels, students, 
faculty, and staff members. A principal focus on the committee is the 
distribution of new resources not tied to the meet and confer process. 

The practices used to allocate funds within campuses are not 
standardized, though they all do solicit the involvements of the facult/ 

and staff (1990 Self-Study). 

In institutional documents of 1990 the college lays most of its financial woes at 

the base of external forces beyond its control. The NCA Self-Study reported 

shortfalls. 

In terms of State funding, the overall system of community colleges 
continues to be significantly under-funded with respect to levels prescribed by 
statute and by the State's Executive Budget Office and Joint Legislative 
Budget Committee. This under-funding is expected to worsen considerably in 
the near future because of chronic state budget shortfalls (NCA Self- Study, 
p.9). 

This shrinkage in funding was found as well as the document entitled Report of 

Progress Toward Amelioration of NCA Concerns Leading to Probation, February 

26. 1990. 

FINANCIAL RESOURCES- The College relies on three principal sources for 
funding its general operations: 

1. First Pick County property taxes 
2. State Aid (based on full-time student equivalencies (FTSE) 
3. Tuition and Fees paid by students 

Each year the size of the total pool of expendable funds and the relative size 
of each of the three components are affected by a number of factors, some 
unpredictable, most external to the college: 

• A constitutionally mandated expenditure limitation on the use of 
state appropriated and county property tax funds, in effect since 
1981. 

• Under funding by the state, with recent allocations falling below the 
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requirement set by law. 
• Legislative initiatives, usually last minute efforts to offset some of 

the statutory restrictions on taxing or spending. 
• The unfavorable condition of the local economy, with new 

construction growth, decreased since FY 1988/89. 
• Steady enrollment growth, providing the principal means to budget 

expansion. 
• Budget override elections to authorize spending beyond the 

statutory limit, considered unfeasible under current economic 
conditions. 

The college also reports on the existing competition for state funding from the 

county north of First Pick. Because of formulas that calculate funding, the college 

had to repay monies to the state in 1989, 

The growth of other [state] community college districts relative to First 
Pick's growth -requiring in 1989 repayment of $172,500 to the state 
because the rate of enrollment growth in the [Capitol] Community College 
District exceeded that of the First Pick County District. 

First Pick tries to adhere to its mission as a community college, where a essential 

principal is accessibility to students, and this, too, impacts funding for the 

college, "...a reluctance on the part of the BOG and most members of the college 

to significantly increase tuition." Yet, ironically, this remains the most flexible 

component in the funding formula, and it is the mechanism that First Pick uses, 

consistently, to increase college revenue. 

Enrollment increases, averaging more than 7% over the past three years, 
have provided the strongest, most consistent support for budget 
growth....In Spring of 1989, the BOG approved a one dollar per credit 
increase in tuition to be used initially for acquiring instructional capital 
equipment between 1989 and 1992. An additional one dollar increase has 
been recommended to the board to augment the operational budget in 
1990-91. These modest increases would still leave First Pick with one of 
the more favorable tuition rates among [the state] community colleges, 
and based on past history, they are not expected to have a negative 
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impact on enrollment. 

And while bringing money into the college is challenging and uncertain, the 

distribution of funds once they are at the college is always problematic as well, 

The January 1990 Self-Study Faculty Survey included the following 
question: "How well does the decision-making process for budgets and 
resource allocations enable you and others to carry out the mission of the 
college?" The faculty responded as follows: 

Very Well 4% Well 20% Passably 29% 
Poorly 26% Very Poorly 15% No Answer 6% 

Many of the dissatisfied respondents provided written comments 
indicating that by the time allocations reached the department level there 
was little choice left in how the funds could be used." (p.60) 

Staff were surveyed as well, and viewed the process as only a little more 

favorable, still doubting the veracity of allocation, 

[With]...Executive Staff members, their consensus response divided 
between "Well" and "Passably". The consensus answer of the Staff 
Council was "Poorly" with a variety of complaints about the integrity of the 
process and the communications surrounding it. 

It appears, then, that the current allocations process, though it is 
organized to be representative, is a sensitive issue at the college sites and 
needs further attention. 

However, in the NCA Self-Study, the college gives itself more credit for heroic 

efforts in maintaining what it contends is its financial solvency, for consideration 

of students and providing compensation for personnel. 

Frugal management in the face of rising costs and the strong financial 
position of the institution has enabled it to minimize tuition over the past 
three years and to increase salaries for instructional, administrative, and 
support personnel in proportion to inflation during this period.(P.8) 

The most important challenge facing the college today is sufficient new 
resources to meet rising community demand. Enrollment has increased as 
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a result of a soft economy in which the scarcity of jobs forces people to 
seek educational improvement.(P.8) 

The subject of resource allocation is also an example of an "eco-system" 

reverberation, not unlike the pebble-in-the-pond ripple effect. Given all the 

hoopla at the college with the Bard of Governors and reorganization, the trickle 

down effect of contention and animosity can be seen to pervade an area that 

may seem less significant in the overall scheme of things, support services. 

Nevertheless, it proves itself critical to Instruction, 

Learning Resources and Services 
From its earliest days, First Pick Community College, in order to 
stimulate learning in a diverse student body, recognized the 
advantages of providing convenient resources and services to support 
and promote a variety of teaching methods both within and outside of 
the classroom. As the college expanded, each campus supported this 
commitment in its own unique way, attracting and developing staff 
personnel who were responsive to the needs and services of its own 
students, staff, faculty and programs. The numerous learning services 
and resources available outside of the usual course framework fall into 
eight major categories; 

• Libraries 
• Learning Labs 
• Microcomputer Labs 
• Testing Centers 
• Centers with special resources for Faculty 
• Audio -Visual Distribution 
• Media production 
• Telecommunications. 

Committee Report Number 5 on Learning Resources and Services 
cites the results of the 1989 NCA Self-Study Survey, which indicates 
a high level of satisfaction with these functions and the people who 
provide them. They reflect a serious effort by staff members to 
carry out the college's philosophical commitment to provide a 
variety of services needed for effective education. 

At the same time, the scope and diversity of these learning 
resources have sometimes given rise to problems with coordination 
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and consistency between campuses and philosophical 
disagreements among personnel, and they have placed a strain on 
finances, often producing competition among services and between 
services, and other college functions.... A lack of standardization in 
AV Media and equipment purchases by different campus agencies 
remains unresolved, with most respondents to the Self-Study 
Survey expressing disagreement with centralized campus control... 
This situation has been exacerbated by increasingly restricted 
college funding in the face of growing services and aging 
equipment. 

Thus, in spite of administrative efforts to expand and 
reallocate facilities, augment staff and acquire new equipment in 
some areas, the theme of inadequate or inappropriate resources 
appears consistently in the comments of college staff providing 
these services" ri990 Self-Studv to the NCAV 

In the 1990 Report of Progress Toward Amelioration of NCA Concerns. 

just by simple reporting the document, almost inadvertently, describes structural 

issues relating to Organizational and Environmental units of analyses. Part-time 

help is still problematic in all areas, 

"HUMAN RESOURCES - First Pick Community College employs 840 full-
time regular faculty members, staff employees and administrative 
personnel, making it the 20th largest employer in [the southern part of 
the state]. In addition, the college employs an average of 1,200 associate 
(part-time) faculty members and several thousand temporary staff 
workers each year. In 1988/89, temporary staff numbered 3,812 
including 447 student workers. 

While some internal fissures continue to block cohesion, the college is also 

attempting to reach out to its external constituency. The college has benefited 

from community input through the trials and tribulations of the last year. 

"COMMUNITY RELATIONS...presents an overview of the various contacts 
between the college and the community it serves, as well as 
communications within the college. This section will highlight recent 
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developments leading to improved relations with the public. Some of 
these gains have come about as a direct result of public attention brought 
about by board controversies, some in response to concerns expressed by 
the NCA Visiting Teams in 1989 and 1990 and some as a consequence of 
initiatives begun by the college before or since the last Self-Study. 

However, the future goals of a relationship between the college and the 

surrounding community still center on primarily economic links, rather than 

broader communal ones that might also encompass money matters, documents 

discuss "Increased visibility, a presence as a community partner in economic 

development: Establishment of Business and Industry Center; a Small Business 

Development Center and numerous Innovative programs with industry." 

Summan/ of Remaining Other Institutional Efforts by Thematic Diversity 

Throughout the narrative of this Phase of First Pick College history, I have 

not introduced data concerning the remaining two thematic types of diversity, 

representational or philosophic. This is primarily because there are scant 

references throughout the period alluding to either. As mentioned previously, 

perhaps the continual crisis that First Pick finds itself in, in reference to 

leadership and governance issues, allowed little time for matters of social equity. 

Representational Diversity 

Early institutional documents indicate minimal attention given to 

Representation diversity. In 1985, the First Pick Community College District Policy 
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Manual, of over 127 pages, has only two overt statements regarding 

representational diversity. The first one pertains to the actions of the Board, not 

the institution: 

p. 11 Article VIII- Discrimination Prohibited- In its role as a governing 
body, the Board shall not discriminate against any person on the basis of 
race, creed, color, national or ethnic origin, handicap, gender or age. 

A second statement on representational diversity is in the section on Minority 

Education, there is a blurb wherein, 

First Pick Community College recognizes the values of its multicultural 
student population and is committed to supporting programs and services 
that will enable students from Ethnic minority backgrounds to achieve 
their educational objectives. The college administration is authorized to 
establish regulations and procedures to effect this policy (p.115). 

In the only other document written in 1985, the Survev for NCA Progress Report. 

there are no explicit references to Representational diversity at all. 

Yet, the Affirmative Action policy would indicate that Representational 

Diversity seems to be holding its own at First Pick. In the Plan of 1988, there is a 

"Reaffirmation of Equal Employment Opportunity Policy" that serves as both a 

declaration to Philosophic diversity as well as a commitment to representational 

diversity. 

First Pick County Community College District is committed to equality of 
opportunity, a basic goal of a free society... 

To further this goal, there is a need for a College policy concerning 
affirmative action in providing equal employment opportunity. 

To further this goal, the College intends to take voluntary, positive 
action which will contribute to the reduction of problems regarding 
deprivations for some individuals and under-utilization of others, by 
assuring that College administrators and employees comply with both the 
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spirit and intent of Federal, State and local legislation, governmental 
regulations, and executive orders in providing affirmative action as well as 
equal employment opportunity without regard to race, color, sex, national 
origin, handicap or age. 

First Pick Community College is committed to the philosophy of 
affirmative action and equal employment of opportunity in education and 
employment. Thus, through responsible management, the college will 
endeavor to comply with the intent and spirit of Civil Rights Legislation 
and regulation in each segment of the college and as an Integral part of 
personnel policy and practice. 

The college is also willing to make affirmative action an obligation for top levels 

of First Pick Administration, 

The governing Board and Its administration must assure, through action 
and teaching that positive steps are being taken to comply with this policy 
and the meet the requirements of law... Administrators shall take 
affirmative action to ensure that minority group individuals, females, 
veterans of the Vietnam era and qualified handicapped persons and 
disabled veterans are introduced into the work force." (P.2) 

Of course, Representational Diversity is highly referenced in the 

Affirmative Action Document. However, there are differentiations between 

external and internal procedures to document and tally the progress of 

Affirmative Action, 

VII. Employment Policies and Practices 
B. Selection Procedures 

Affirmative commitments will be undertaken to remedy any under-
utilization of minority or female employees in any job classifications." 
(P.13) 
"Self-Identification Procedure 

Separate forms are provided applicants to identify race, gender 
and other data relevant to the Affirmative Action Officer. 
Applicants may identify these factors if they voluntarily wish to do 
so. (P.13) 

Section X- Goals and Timetables 



458 

The term "goal" refers to a numerical flexible objective, established 
internally and, based upon the availability of protected group members in 
the relevant labor force, indicates the extent of diligent, good faith efforts 
applied to the hiring and advancement of protected groups. Used as 
such, goals are an appropriate measure of affirmative action progress in 
achieving minority and female representation in First Pick Community 
College District's work force. (P.23) 

Affirmative Action Advisory Committee (Internal) 
The Affirmative Action Advisory Committee will provide advice, 

assistance, and input to the President through the EEO Manager for the 
formulation, implementation and evaluation of the First Pick Community 
College Affirmative Action Plan. The committee will consist of both 
genders, representing a broad age range, minorities, and disabled 
employees from administrators, faculty and staff. The committee 
members are selected by the College President." (P.8) 

Affirmative Action Task Force (External) 
The Affirmative Action Task Force will provide community advice, 

assistance and input to the President through the EEO manager for 
checking the progress of First Pick in reaching its affirmative action goals 
and objectives and providing outreach recommendations. The task force 
will consist of both genders, representing a broad age range, minority and 
handicapped representatives from First Pick County. The Task Force 
members are selected by the College President. 

There are also policies, both internal and external that are geared to ensure that 

First Pick has the appearance of representation diversity through the depiction of 

women and minorities, as the following two excerpts from different sections of 

the report illustrates, "Dissemination of Policy Number 5: When employees or 

students are pictured in any College publication or advertising, both minority and 

non-minority women and men shall be shown" (p.4) and also "Externally: When 

employees or students are pictured in any College publication or advertising, 

protected groups shall be shown" (p.46). 
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In the Affirmative Action Plan there are also references to the 

environment, though many could also pertain to structural diversity. 

Section V. - Responsibility for Policy Implementation Overall responsibility 
for equal employment opportunity and affirmative action planning for the 
college Is vested in the Board of Governors. The BOG delegates to the 
President the responsibility for developing and implementing equal 
employment opportunity and affirmative action. The Equal Employment 
Manager (EEO manager) reports to the College president and is subject to 
the President's direction, is responsible for the administration of equal 
employment opportunity, affirmative action, and non-discrimination 
policies for the college (p.5). 

Of 19 items listed under "The Responsibilities of the Equal Employment 

Opportunity Manager, #7 relates to environmental diversity in creating an aware 

institutional climate, 

Develop an ongoing Affirmative Action education and training program for 
all employees, consisting of information brochures and fact sheets, articles 
for College media, workshops in legal screening and interviewing 
practices, legalities, on the job discrimination and other related topics. 

Although the 1988 Affirmative Action plan is more extensive than the 

previous one of 1974-75, the figures do not reflect a substantial increase in 

women and minority administrators. The HEGIS Report of 1990-91 still does not 

record ethnicity of personnel, only students. However, it does show a category of 

sex and academic rank, and there are twice as many women (14) as men (7) 

listed as full-time faculty for Best Campus. 

Yet, contradicting the college documents in this period, by all personal 

accounts, there is a definite increase in attrition of minority personnel. Having 

just appointed a Hispanic as its president in 1988, it might seem that 
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of these recommendations, this format presents a somewhat damning picture, 

given how many times the "Action Taken" slot is left blank, with no completion 

date assigned and no area given for accountability, 

CHAPTER VI- Human Resources 
RECOMMENDATION: 1) Personnel statistics, including data relevant to 
EEO/Affirmative Action concerns should be compiled, verified and made 
available to concerned parties; related data, such as the degrees held by 
faculty and other employees, to be more readily available. 
AREA: To be determined. 
ACTION TAKEN: None to date 
COMPLETION DATE: To be determined. 

RECOMMENDATION: 2) The current EEO/Affirmative Action should be 
completed and the College should adopt relevant policies with appropriate 
time lines. 
AREA: To be determined 
Action Taken: None to date. 
COMPLETION DATE: to be determined 

In the 1989 Board of Governor's Press Release, one of the items listed is the 

college "strengthened its commitment to Affirmative Action, 

...including adoption by Board of Governors of a new and expanded 
affirmative action plan. This commitment has been realized in an all-time 
record number of appointments of women and ethnic minorities to 
administrative positions. 

In addition, services to students are listed. 

First Pick Community College provides a variety of support services on 
most campuses; Talent Search and Upward Bound Programs which 
provide educational outreach to urban and reservation high schools with 
the largest concentration of minority and low ses students (p.13). 

The students served by First Pick Community College represent the 
cultural and ethnic diversity of First Pick County, which is influenced by 
[our] proximity to two American Indian reservations—the Tohono 
O'odham (formerly Papago) and Pascua Yaqui—and the Mexican border. 
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Some individuals specify the period of this Phase of examination, beginning 

approximately 1979 or 1980, and during the tenure of Stan Angelos as the time 

most of the attrition occurs, "Though the goal is to have minority people in key-

positions, the school frequently violated Equal Employment. Most of the 

minorities disappeared more than 10 years after the college started..." 

(Interview). 

This inattention to issues of Affirmative Action are somewhat played out in 

the August 1988, Update to the Institutional Profile-Self-Studv Report. With both 

of these recommendations, this format presents a somewhat damning picture, 

given how many times the "Action Taken" slot is left blank, with no completion 

date assigned and no area given for accountability, 

CHAPTER VI- Human Resources 
RECOMMENDATION: 1) Personnel statistics, including data relevant to 
EEO/Affirmative Action concerns should be compiled, verified and made 
available to concerned parties; related data, such as the degrees held by 
faculty and other employees, to be more readily available. 
AREA: To be determined. 
ACTION TAKEN: None to date 
COMPLETION DATE: To be determined. 

RECOMMENDATION: 2) The current EEO/Affirmative Action should be 
completed and the College should adopt relevant policies with appropriate 
time lines. 
AREA: To be determined 
Action Taken: None to date. 
COMPLETION DATE: to be determined 

In the 1989 Board of Governor's Press Release, one of the items listed is the 

college "strengthened its commitment to Affirmative Action, 
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...including adoption by Board of Governors of a new and expanded 
affirmative action plan. This commitment has been realized in an all-time 
record number of appointments of women and ethnic minorities to 
administrative positions. 

In addition, services to students are listed, 

First Pick Community College provides a variety of support services on 
most campuses; Talent Search and Upward Bound Programs which 
provide educational outreach to urban and reservation high schools with 
the largest concentration of minority and low ses students (p.13). 

The students served by First Pick Community College represent the 
cultural and ethnic diversity of First Pick County, which is influenced by 
[our] proximity to two American Indian reservations—the Tohono 
O'odham (formerly Papago) and Pascua Yaqui—and the Mexican border. 
The enrollment of the College represents a cross-section of the diverse 
local population; nearly one out of three First Pick College students is a 
member of an ethnic minority, most of whom are Hispanic (p.14). 

The document also emphasizes the increase in the minority population, 

Assumtion#2-...If current trends continue, population growth in the 
Southwest will depend on minority population growth. Just after the Year 
2000, ethnic minorities will become the majority of the people in the 
Southwest under age 30. They will become the majority of the 
Southwest's total population shortly thereafter. As of Fall 1989, thirty 
percent of enrolled students at First Pick were minorities. During the past 
ten years, the percentage of minority enrollments has increased steadily; 
a trend which is expected to continue indefinitely (p.18). 

When comparing the percentage of Anglo students and minority students 
in the First Pick student body, there has been a steady Anglo decrease 
over the past ten years. Conversely, the trend in the enrollment of 
Hispanic and Asian students attending First Pick over the past ten years 
has been upward. The highest enrollment of Hispanic students over the 
past ten years occurred in 1988 with 5,634 students. This is a 51% 
increase in head count over this ten year period. The percentage of 
Hispanic students at First Pick has increased most substantially. In 1979 
only 17.1 percent of First Pick's student body was Hispanic, whereas in 
1988 the percent of Hispanic students has reached 21 percent. 
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By the end of the decade, there is some return to referencing 

representational diversity as important in the life of the institution. In the May 8, 

1990 Draft of the Summary Report for the NCA Self-Study, there are once again 

a few inclusions: 

In the structure of the study...every effort was made, as in the 
previous process, to include staff, faculty, administrators and at 
least one student on each committee and to provide balanced 
representation regarding gender, ethnicity, and location within the 
college (p.2). 

In the same document, under the section of STUDENT AFFAIRS, diversity has 

been reduced to simply demographics, no longer even spoken of as integral to 

the mission of the institution or valuable, valued on a philosophic basis, just as a 

"head count". 

Minority enrollment accounts for 30 percent of First Pick Community 
College's head count, with 22 percent being Hispanic. According to the 
latest figures available, (1980), the percentages of the most populous 
ethnic groups in First Pick County have been closely matched by their 
percentages of college enrollment. Female enrollment has increased 
steadily, with women now making up 55 percent of the student body. 
The mean age of students is 29 years and the median age is 26 (p.39). 

Other student populations in need of special services are provided for through 

"soft money", not built into infrastructure with hard monies, wherein, 'Services 

to Special Populations: The Disabled Student Resources....refer disabled students 

to appropriate college and community agencies....although primarily funded by 

grants" (p.42). 

In the Current Review Process section of the 1990 NCA Self-Studv there is 
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an indication, througii item number five, that the institution concentrates 

somewhat on representational diversity, 

... promoted and guided by the Self-Study Committee on Mission and 
Purposes...To help guide the process, they offered eight conceptual 
recommendations, summarized below, for incorporation into revisions of the 
college's statements of mission and purposes: 
1. To include the concept of economic development in the mission. 
2. To maintain the principal institutional focus at the post-secondary level. 
3. To assure quality in ail services to students, providing counseling and 

referrals to appropriate community resources when necessary. 
4. To strengthen ties with community agencies to improve referral 

management. 
5. To reflect the cultural diversity of the larger community in the college 

work force, programs and services. 
6. To support student access in various ways; financial, academic, temporal, 

physical, and geographic. 
7. To express the college's commitment to its employees by providing an 
optimum teaching and learning environment (p.30). 

Within documents studied for this Phase there is no referencing to 

Representational Diversity again until the Title Ill-Strengthening Institutions 

Program, of March 12, 1990 and in that document the attention is focused 

primarily on students, as the target of services that will be offered through the 

grant. I realized that this document has the MOST referencing to diversity than 

any I've seen other than the in Phase One and it is a document asking for federal 

money. It is the first time the institution has discussed ethnicity first, over full or 

part time status or age and program preference. 

Mission Renewal 
...the First Pick College Board of Governors, the Executive Staff, 

and representatives from the Faculty, Staff, and Student Councils met in a 
retreat to discuss and chart future directions for the College mission. Key 
points of consensus which will be included in future mission statements 
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include: 
• "With a broad spectrum of students from diverse cultures, races, 

ages, religions, socioeconomic backgrounds, and ranges of abilities, 
the College will serve students with a commitment to quality." 
(p.lO) 

• "[First Pick will],..reflect the cultural diversity of the community it 
serves in the composition of the college work force and in 
programs and services offered by the college." (p.11) 

• "Special programs and services are offered to help students achieve 
their educational goals. Alternative Learning Centers (ALCSO 
provide individualized learning experiences, using modular and 
multi-media methods. Disabled Student Resources focuses on the 
needs of physically impaired and learning disabled students (p.12). 

In the final document of this Phase of analysis, representational diversity is 

mentioned in the College Mission statement of October 26, 1990, introduced by 

the newly hired president, Whalen Ponweek; 

Develop in students a recognition of their individual and unique values, as 
well as their ability to contribute to the enrichment of the College 
community. The College will proactively value and reflect the bilingual 
and multicultural diversity of the larger community, enriching its 
students and the community by celebrating this pluralism. 

Philosophic Diversitv 

Overall, First Picks' philosophic commitment to diversity, to its employees 

and its students has reached a plateau. This is substantiated in most of the 

institutional documents written during this Phase, where there are very few 

references to Philosophical aspects of diversity. Within the Five Year Master Plan 

(1981-1986) the statement concerning College Philosophy and diversity is the 

same as in Phase I and Phase II, which reads (once again). 
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The proper functioning of a democratic society and the well-being of 
individuals depends on the opportunity for individuals to develop their human 
potential in accordance with their chosen goals. To achieve this end, First 
Pick Community College believes education should be designed as a lifelong 
process, developing an awareness in individuals, both of themselves and their 
environment, thus preparing them to function more effectively in a highly 
complex society. 
The College encourages all individuals to take pride in their own heritage and, 
at the same time, to develop an awareness and appreciation of differences 
which come from diverse backgrounds. The College supports the continuous 
evaluation of all activities to improve its services to the community and to 
increase awareness of accountability in all its participants (p.3). 

First Pick College is still moving at a rapid pace. But in the 1990 Summary 

Self-Study to the NCA, the college does take a moment to reflect on its current 

status, assess its condition, and evaluate both the path behind them, that 

brought them to this juncture in time, and the path that lay before them, and 

what they wanted to strive for in that future. First Pick is still a troubled 

institution. But it is also a preternaturally optimistic one. In its public voice, 

reporting to the NCA, it calls on the image of a strong coherent internal 

constituency, and a concerned and involved external community. It finds 

strength in Strategic Planning and its new president, Whalen Ponweek, 

STRENGTHS 
The college has demonstrated the strength of its commitment to 

students and the public by continuing to provide and expand quality 
educational service in spite of the demoralizing effects of recent events 
involving the BOG and the Presidency. 

Outstanding human resources made this effort possible; creative, 
dedicated faculty and staff who stayed at their tasks and caring members 
of the college, including students, who spoke out and administrators who 
took on extra responsibilities and endured additional pressures in order to 
hold the fabric of the institution together. 

Partially as a result of the crisis in management, a number of 
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mechanisms emerged leading to a more mutually supportive productive 
relationship between the college and the public it serves. 

The college has remained financially stable in spite of the public 
turmoil and deteriorating economic support on the local and state levels. 

The college is poised to take a significant step forward in raising 
the quality of its services to a new level of excellence...The college has a 
new president with the qualifications to provide the leadership and vision 
necessary to achieve that excellence. 

Initiation of Strategic Planning provides a means to unite ail 
elements of the college in establishing the direction of future 
developments and using available resources most effectively In fulfilling 
the college's mission (1990 Summar/ Self-Study to the NCA, p.65). 

Yet First Pick is honest in its appraisal of its own internal dynamics, that there 

are still many roadblocks in the path to actualizing some of the strengths listed 

above. In the past, the issues of participatory governance, of sharing resources 

equitably and ensuring that faculty are included in the decision-making process 

have been difficult goals for the college to achieve. All of these matters are, at 

core, issues of environmental and organizational diversity. In many ways the 

college is locked in a loggerhead position, or a "catch-22". The institution is 

putting most of its faith in Strategic Planning, as an organizational managerial 

technique to bring about the desired changes. Yet, what is most desperately 

needed at First Pick College cannot be taken verbatim from a handbook. It is a 

process of rebuilding and in some cases, building for the first time from scratch, 

a climate of openness and respect, just as the college constituency requested. 

The first document since probation that is not written for the North Central 

Association is the Title Ill-Strengthening Institutions Grant. Written in 1990, 

while Acting President Geoffries was still in office, in the grant proposal the 



468 

college lays claim to authenticity. The measure of this authenticity is the 

inclusion of the voices of faculty and staff in the planning and assessment of the 

goals and values that will determine the direction of the college, rather than 

previous methods used right after probation, such as the advertising agencies 

and the outside expertise, "The proposal is authentic. It was not developed by 

outside consultants, but by the faculty and staff of First Pick Community College. 

It is the significant product of our self-study and our strategic planning 

processes." 

These contradictions are reflected in the NCA self- report section on 

concerns about the college. 

CONCERNS 
Confidence in the future of First Pick Community College hinges on 

assurances that events like the recent crisis in governance will not occur. 
Without administrative stability, the climate of trust necessary for effective 
participatory decision-making cannot be achieved. 

The purpose and potential benefits of the Strategic Planning 
Process have not been adequately communicated, or at least have had 
little positive impact on employee confidence in the management of the 
college. 

Current perceptions of the purpose of Program and Services 
Review, which has been long incoming, and sometimes improperly 
understood, may not be favorable. 

There is considerable mistrust-and little understanding- of 
procedures for allocating resources to instructional and educational 
support areas. 

Communications in general remain a serious problem affecting 
performance and morale. 
Limitations on revenues and spending have the potential to inhibit the 
college's pursuit of excellence and to threaten levels of compensation and 
benefits for employees. 

However, whether the college will heed its own advice is to be seen as First Pick 
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Bs, not cautiously at all, but boldly into the mid-nineties, trying to meet its 

challenges with its new Chancellor in the lead, 

RECOMMENDATIONS 
The college should continue to strengthen its bonds with the 

community and encourage broad-based public efforts to identify and 
promote candidates who represent the best interest of the college and the 
community. 

The new president should implement his plans for administrative 
organization as soon as possible and should communicate clearly the 
procedures for decision-making and communications within that structure. 

The college should continue to integrate planning activities with 
the Strategic Planning process, involve all elements of the college in 
developing plans and establishing priorities, and identify the connections 
between Strategic Planning and its practical results when they occur. 

The college should fully implement Program and Services Review as 
soon as possible, with the emphasis on enhancement of services through 
improved distribution and utilization of resources. 

The budgeting and allocation process should be refined and 
clarified through its identification with Strategic Planning, Program and 
Services Review, and other levels of planning. Particularly the notion that 
Instructional and Service areas receive only what is left over in the budget 
should be dispelled. 

The new president should establish a foundation for clear 
communications throughout the college by promoting a shared vision for 
all college constituencies; promoting participatory decision-making, and 
establishing simple and effective operating procedures. 

The college should continue its prudent financial practices, intensify 
its efforts to affect public policy, particularly at the legislative level, and 
increase the involvement of members of the college in asking the difficult 
decisions resulting from restricted funding. 

But the past never quite recedes simply based on wishes. It will rest with 

the style and methods of Chancellor Ponweek to see whether First Pick 

can write a new chapter free from the patterns of internal dynamics that 

have beset so much of its history so far. 
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Summary of Phase Three 

This period of college history becomes First Pick's grand narrative of 

internal turmoil as the Board of Governors misbehaves. This phase of college 

dynamics is overshadowed by the Board of Governors, their antics and the early 

warning signs of the explosive "denouement" of this phase, probation. In truth, 

in this phase of analysis, it seems the study of the institution becomes a 

narrative only of the consequences, reactions and repairs in the wake of the 

BOG. As in Phase II of this study, the story of the institution becomes, like a 

grand narrative, the story of the actors in the upper echelons, in an analog to 

Western history ignoring women and people of color and the "common folk", 

here the narrative must concentrate on leadership, those who would wear the 

crowns and dub themselves privileged by their behavior. Those in positions of 

governance and leadership do not fade into the background and let the 

infrastructure run of its own accord; they do not let the individuals within the 

college structure get a moment in which attention can focus on their 

responsibilities or achievements. In fact those in leadership positions often 

create environments and structures that impede fulfilling responsibilities. 

Personnel within the college structures must just work, unacknowledged. This 

indicates no revamping of philosophies of management or the use of power. 

There are early warning signs that problems exist at the highest levels of the 

college, but for the most part they go unheeded. It is not until they are checked 
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by forces and authorities greater than themselves, does it seem that the power 

dynamic falters. 

By far the largest category of diversity found in the analyses of the 

documents becomes the organizational, followed closely by the environmental 

category; these two categories become so tightly intermingled, one evolving into 

the other, it is difficult at times to differentiate the two, and make judgments as 

to which contributes to create the conditions more. 

The college finally perceives itself in a tailspin and sets about rectifying 

the damage of the past decade. Though First Pick may not be representative of 

every community college, it is an exemplary study of what affect governance has 

on the "eco-system" of an institution. As the college is besieged by both external 

and internal afflictions, their methods of responding are hierarchical 

organizational tactics that exclude other constituents and reinforces the elements 

of discord that brought about the original problems. Blocker (1982) discusses the 

changing patters of governance in community colleges. 

The influence of unions, state and federal coordinating bodies has 
resulted in a governance structure that might be described as a political 
bureaucratic model. On the other hand, many governing boards have 
remained strong and in control of the local college's destiny (p.35). 

This proves to be true at First Pick, but ultimately in a very detrimental manner. 

Richardson and Leslie (1980) note, "It is a truism that no organization is any 

better than its leaders" (p.38). In the case for First Pick, this may very well 

have served as an epitaph. 
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Introduction to Phase Four 1992-2001 

In retrospect, it is perhaps the enormous degree of volatility that marks 

the 1990s as a decade. This becomes increasingly clear in the attempt to provide 

only a brief outline of the various social, political and cultural events pertaining to 

and influencing a discussion on issues of diversity and multiculturalism, both in 

American society at large, and specifically in higher education. 

This period chronicles the dramatic and still on-going transformation in 

the profile of higher education. By the end of the 1990s and still pervasive 

today, are debates over the new "corporate and managed" administering of 

colleges and universities. There are continuing concerns over faculty 

productivity, growing demands for accountability, both fiscally and in terms of 

student outcomes. There are "problems with internal governance and external 

regulatory regimes" (Calhoun, 1999:9). External bureaucratic control is a 

constant threat from industry and business, and there is "growing faculty 

agitation for shared governance in response to attacks on tenure" (ibid). Like 

the previous decades, this one has marked changes in leadership, economic 

downturns, and political changes and upheavals. 

It is agreed that a short-tem recession occurred in the United States 

beginning approximately July of 1990, impacting most state budgets and their 

allocations for higher education. Declared "officially over" in December of 1992, 
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the recession nnay have been relatively short-lived, but the economic "ripple 

effect' it initiated endures. One consequence was the ever- widening gap 

between levels of income In the United States, becoming a chasm of sizeable 

proportions, 

Underneath the recession that began in 1990...is a larger and more 
disturbing reality: the American middle class has been downwardly mobile 
for years...the breakdown was disguised during the 1980s by the 
borrowing binge, the number of spouses who took jobs, and the delusions 
of the Reagan years. Now Americans have come to their senses- and are 
anxious about their future. 

Right upon the heels of the announced recession. President George Bush 

initiated the Gulf War, "Desert Storm" in August of 1990, which ended in 

February of 1991. 

Issues of sexual harassment, conservative politics and race polarized the 

American sexes when in 1991 President Bush nominated Clarence Thomas to the 

Supreme Court. Thomas, a conservative African-American, underwent a public 

trial on charges of sexually harassing Anita Hill prior to his nomination being 

accepted. 

In 1991 the American Association of Community and Junior Colleges once 

more changed presidents. Now, David Pierce as president of the AAQC, 

Places major emphasis on working with the federal government, especially 
the departments of education and labor, and on interpreting the mission 
of the community college to both national and international audiences 
(American Association of Junior Colleges). 

Democrat Bill Clinton, elected as president of the United States in 1992, 
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ushers in a new administration for the nation as well. However, it also ushers in 

a new conservative Republican Congress. The "Contract with America" highlights 

the trenchant views of the political right. Brought into play by Newt Gingrich and 

others, the "Contract" dismantled many of the "Great America" programs under 

the guise of "reform". 

Clinton initially wades out into the waters of American conservatism with 

two events, the issues of gays in the military, and the nomination of Lani Guinier 

to Civil Rights Attorney General; He finds the waters on these two issues way too 

deep and retreats. Clinton revokes the Gunier nomination under the fire of 

conservative uproar over Gunier's position on American politics and he also 

hands down a rather tepid decision of "don't ask, don't tell" for gays in the 

military. Clinton did, however, successfully nominate Ruth Bader Ginsburg to the 

U.S. Supreme Court; her appointment was confirmed in 1993. 

Signing the American with Disabilities Act into being in 1990 with general 

consensus, other issues of diversity, equity and social reform do not fare as well 

in congress. In 1991 Susan Faludi published her book "Backlash: the Undeclared 

War Against American Women", illustrating the subtle but systemic hostilities 

directed at American feminism throughout major arteries of American culture 

(films, popular media). A year later in 1992 Patricia Aufderheide published 

"Bevond PC", discussing the "politicization of the academy" and the imposition of 

"political correctness", not as a sincere measure of increasing respect for others. 
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but simply as the liberal left imposing a new hegemonic ideology. Seen as 

posing challenges to the Western canon, there is a virulent backlash against 

ethnic minorities and feminists in higher education, and by extension Ethnic 

Studies and Women's Studies. Attempts to focus on historic cases of 

marginalization are derisively, collectively, indicted as "victimization studies". 

The National Association of Scholars is born in universities and colleges to 

"protect" the Western/American intellectual tradition against the new theoretical 

premises of postmodernism, feminist theory, cultural studies and Third World 

perspectives such as Postcolonial theory, Afrocentrism and Diaspora Studies; a 

degree of access they term "an assault". It seems the NAS feels that the First 

Amendment and free-speech itself is under attack due to women and ethnic 

minorities seeking inclusion in the curriculum and requesting that campuses and 

classrooms maintain a climate free of both covert and overt racism and sexism. 

Yet, campuses become ever more volatile with increasingly more blatant, racially 

motivated incidents and the ensuing furor over the efforts to control speech on 

campus, specifically "hate speech". Attempts to introduce critical perspectives 

have been labeled ideology, partisan politics, or newly "kultursmog". 

The year of 1992 marks a momentous turn for the U.S., introducing the 

"world wide web" or the Internet, which was to change not only the field of 

communications, but education service delivery as well with "distance learning". 

Technology transfer becomes more pervasive as a survey by the Association of 
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University Technology Managers (AUTM) shows, 

As a consequence of the Bayh-Dole Act of 1980...the number of 
universities participating in the patenting effort has increased to the point 
that in 1992, 200 universities had a least one patent issued 
annually...University gross licensing revenues of approximately $250 
million in 1992 are a striking indicator of how many university-owned 
patents have become marketplace products or are in the process of 
development by Industrial companies (Council on Governmental 
Relations). 

The publication concedes that the increase in the technological transfer process 

results in strains on time and commitment to teaching, misuse of university 

resources, confusion in ownership and conflicts of interests for academic 

professionals and academe in general. But there is no doubt that higher 

education has become entrepreneurial, resulting in some calling this period of 

academe the "Age of Money" (Bellah, 

http://www/aaup/ora/publications/Academe/001f/JF00Bell.htm^ 

where self interest dominates the academy and a "Market-model" of universities 

and colleges is endemic. Not surprisingly, as a consequence, "corporatized" 

higher education borrows from industry and business with Strategic Planning and 

Total Quality Management. This whole trend sets up higher education as a 

business with a "customer focus" and the student as a consumer, along with a 

vocabulary introducing "quality controls", "centrality" and "benchmarking" 

(Marchese,1993). Markets aligning with GATT and NAFTA, both in 1994, 

influence higher education and market model theories applied to higher 

education, especially, concern the Intellectual Property Provisions of GATT and 
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Trade Related Intellectual Property Issues (TRIPS). 

Race relations in American society, at large, were strained with 1992 

witnessing the L.A. race riots in response to the Rodney King verdict by a 

predominantly white jury, (eleven of twelve were white). The O.J. Simpson trial 

further divided white and black Americans over the issues of race, money and 

privilege and "playing the race card". 

Higher education is experiencing external strictures put into place through 

the Higher Education Amendments of 1992. These amendments have far-

reaching effect by pervasively bearing on issues of student outcomes, 

institutional review standards, program review, accountability and compliance. 

The paperwork alone, necessary to update and meet new compliance standards, 

places additional, onerous "paper-trail" burdens on institutions. One primary 

objective of the amendments was to bring oversight reform to Title IV programs, 

or the ability of institutions to participate in the Student Financial Aid (SFA) 

programs. Author Susan B. Hannah (1996) declares, 

... the politics of HEA '92 are important because they resulted in a 
significant shift in federal policy from an historic commitment to promote 
access to postsecondary education through grants based on need to a 
broader strategy of insured loans, regardless of family income (p. 498). 

In fact, there would be increases in loans to students that were now based on 

merit rather than financial need, once again bypassing the most needy while 

catering to above middle income families who do not necessarily face economic 

barriers to higher education. Hannah maintains that federal processes are 
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"...more responsive to...the privileged than the underprivileged...'Upper and 

middle-class interests will always be better represented." (P.502) There are cuts 

in financial aid and Pell grant disbursement policies are changed. Not only did 

the amendments impact eligibility criteria for financial aid, but they also 

enhanced the role of the states in the oversight system through State 

Postsecondary Review Entities (SPREs). They specifically targeted accrediting 

agencies. Vocational/ career paths in community colleges were impacted 

through the requirement for, "Programs of less than 600 clock hours [must] have 

a verified completion rate of at least 70% and a verified job placement rate of at 

least 70%." 

Institutional eligibility criteria were also changed. Programmatic efforts at 

community colleges were potentially impacted by the 1994 School To Work 

Opportunities Act, signed into law by President Clinton. The law specifies that 

states will provide resources in a 

statewide system that offers young people access to programs that would 
prepare them for their first job in 'high skill, high wage careers and for 
further education and training (2002, Toward a Perspective on Workforce 
Preparation & Economic Development 
(http://www.adacemicsentate.cc.ca.us) 

Science as a mechanism justifying very thinly veiled racist tenets of white 

superiority resurfaces with the publication of Herrnstein and Murray's 1994 "The 

Bell Curve". The book claimed to provide data substantiating Blacks as 

intellectually inferior to whites, genetically. 

http://www.adacemicsentate.cc.ca.us


479 

Issues of gender and women are still topical. A 1995 Report by the "Glass 

Ceiling Commission" states that" "White males who compromise only 43% of the 

work force, hold 95% of senior management positions in the nation's largest 

companies..." 

There is still considerable animosity towards Affirmative Action policies in 

higher education, from both faculty and students. Protests of "reverse 

discrimination" proliferate, one of the most deliberate admonishers being Lino 

Graglia of the University of Texas Law School who pronounced ...they have made 

the practice of discrimination in favor of members of certain racial minorities and 

against whites a de facto condition of accreditation." (Olivas, p. 17), 

Successful initiatives ended bilingual education in California with 

Proposition 227 and moved into other southwestern states, including the one 

where First Pick Community College is located. First Pick's state rescinded 

Bilingual Education in the year 2000. 

1995 was also a memorable year, not only for the Oklahoma City bombing 

of the Federal building by American terrorist Timothy McVeigh, but also for 

Affirmative Action being repealed in the University of California system, 

sponsored by University of California Regent Ward Connarly, an African-

American. This was followed by the state California Civil Rights Initiative (CCRI) 

or Proposition 209 in 1996 that also eliminated consideration of race or gender in 

any State employment. Since California often serves as a "bell-weather" state, it 
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is not surprising that a particularly litigious period followed, with the Fifth Circuit 

Court in Texas deciding on Hopwood vs. the State of Texas, that there was "no 

compelling interest to the State" to maintain diversity in the University of Texas 

School of Law. There were a string of additional lawsuits, all claiming reverse 

discrimination and trying to overcome Affirmative Action policies. The colleges 

and universities involved include the University of Michigan (Gratz i/. Bollinger; 

Grutter v. Regents of U of M) the University of Washington {Smith v. U of W) the 

University of California and the University of Maryland school of Medicine. There 

were also ongoing lawsuits about the nature of desegregating colleges in the 

south (Springer, 2001). 

The move to dismantle Affirmative Action is not only on the State level but 

the federal level as well, 

The U.S. House Judiciary Constitution Subcommittee in July 1997 
approved legislation that would end federal affirmative action policies and 
programs. Senators Mitch McConnel (R-Kentucky) and Orrin Hatch (R-
Utah) sponsored a Senate version of the bill (Smith, et al, 2002:17). 

Disassembling these policies and procedures comes from the spoken 

assurances that most "problems" of racism are over. Yet the nation continues to 

act out in violent, racist and homophobic behavior. Events such as the death of 

James Byrd in Texas, a Black man decapitated after being dragged behind a 

truck driven by two young white males; the beating death of Matthew Shepard a 

young gay man in Wyoming, and the brutalization of an African, Abner Louima, 

in a police station by New York police are three examples. There is also a surge 
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of violence in U.S. high schools, with random, multiple shooting deaths 

committed by young, middle or upper class white males, the largest being 

Columbine. Events such as this, not isolated but rather increasing in numbers 

and intensity, bring home conclusively and tragically, that racism, sexism, 

violence and extremism are alive and well in the United States. 

The 1998 Amendments to Higher Education center on tax credits, cutting 

interest in student loans, providing grants such as the Strengthening Institutions 

grants which provide for Hispanic Serving Institutions, American Indian Tribally 

controlled universities and colleges. What is often contradictory to the sentiments 

expressed above, is that states are simultaneously cutting funding for Student 

Services in the climate of "no frills" educational support. There is also a 

contradiction to the prevailing mood of regression on matters relating to diversity 

when. 

In the HEA of 1998, the Congress recognized that early intervention, 
access and retention services are essential components of the federal 
strategy to ensure equal access. Congress strengthened the TRIO 
programs, the federal government's early outreach and student support 
services for disadvantaged students. These programs...have been very 
effective n improving access for low-income and under-represented 
students, but they are restricted in scope due to limited funding....the 
Congress also enacted Gear Up, a new national effort to support and 
encourage young students to attend college, with a fiscal year 1999 
budget of $120 million. 

There is also a U.S. Department of Education grant called "Child Care Access 

Means Parents in School" which provides low-income college students with 

childcare. First Pick Community college receives a $100,954 grant from this 
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funding source. 

Anotlier fundamental conundrum lies in the main fiscal trend that higher 

education must contend with; increasing enrollments and decreasing budgets. 

For community colleges, "In the 1990's, the proportion [of U.S. students] taught 

in public...two-year public institutions has risen to 37 percent (NCES). 

A wave of faculty retiring from higher education is another trend. Some of 

these faculty are tenured, others are not. These openings could provide 

opportunities to implement new levels of diversity. On the other hand they could 

also give universities and colleges a chance to decrease tenured positions and 

escalate the use of part-time and adjunct faculty (Guskin, 1998; Gahn & 

Twombly, 2001). 

Overall, there is a resurgence of neo-conservatism, a lack of faith in 

higher education's ability to follow a socially enriching path, to engage 

meaningfully with internal or external constituents and to question both its 

traditional and contemporary means of engaging in the intellectual activities of 

learning, knowledge production and service. All these trends and concerns are 

also at play at First Pick. No wonder that uncertainty is the general mood on 

First Pick campus. 



483 

First Pick Community College Now 

Phase 4 of analysis ends in the year 2001. In the Institutional Self-Study 

of the year 2000, the Executive Summary looks back in a self-explanatory 

retrospective to the first year of Phase 4, 1990, 

Introduction-
From 1990 to the present...The decade can be divided almost 

equally between the administrations of Chancellor Whalen Ponweek 
(1990-1995) and Chancellor Jonathan Querran (1995-present). In order 
to understand First Pick's success today, it is important to consider First 
Pick's maturation as an institution and the sequence of complementary, 
strategic College decisions. 

Whalen Ponweek takes office as the new president of First Pick 

Community College in 1990. Considering the situation Whalen Ponweek was 

brought in to rectify at the college and what he was asked to accomplish, some 

might perceive First Pick as a ""tabula "waiting to be written on, that 

Ponweek was beginning with a clean slate; or at least that he could erase the 

past stigmas and offer the college a fresh start. A local newspaper even 

described him as such, "Ponweek was the proverbial new broom sweeping 

everything clean." Of course this is not the case. Ponweek is the new leader of 

a college with a past, a difficult history. Ponweek's hire is part of a larger 

mechanism of renewal, both symbolic and functional. And the expectations are 

that Ponweek will be instrumental in several initiatives, answering to multiple 

constituencies, both internal and external. He must recapture the faith of the 

external community as well as regain credibility in the eyes of accrediting 
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agencies and State authorities. Internal constituents may prove the most 

difficult to contend with; bringing cohesion to a fractured body, healing wounds, 

re-balancing of things out of kilter. Ponweek was brought in to heal an 

institution that he himself proclaimed as "broken". 

He said the wounds First Pick suffered will be slow to heal. 1 didn't 
realize, and in fact, the people here didn't realize the extent of the 
damage of several years of difficult times,' Ponweek said...' A lot of sores 
were created' (Civilian, 5/28/91). 

If it hadn't been troubled, I wouldn't have come...I was asked to come to 
First Pick because I was categorized as someone who had had experience 
dealing with troubled institutions. Troubled institutions are a lot alike. 
Over time, the people in trouble tend to create systems to protect 
themselves, so then you have subordinate organizations in conflict with 
each other,"... And while the tendency in [the city] has been to place the 
blame for First Pick College's problems squarely on the shoulders of the 
board of governors, Ponweek feels that is unfair. "For an institution to be 
as broken as First Pick was- and when a college is put on probation by its 
accrediting body, it's definitely broken- there have to be other problems 
too ([City] Lifestyles 1995). 

Ponweek's own choice of words; "wounds", "sores" and "protect themselves", 

identify most of these problems as qualitative in nature. There is some 

contradiction right at the outset. Although Ponweek exhibits an awareness of 

the raw state of First Pick as a wounded institution, and he states explicitly that 

he was brought in to heal a "broken" institution, yet he never addresses these 

issues. Ponweek proceeds according only to business; he is about accountability, 

about overhauling the old and making the new work along lines of industry, even 

down to the language of customers and service. In Ponweek's eyes, the college 

seems large and unwieldy. 
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The lack of planning also caught him by surprise, Ponweek said...The 
College was talking about long-range goals but nothing was really moving 
at all...that threw me off guard. He said he has worked with the First Pick 
Board to restore stability and re-focus on First Pick's main mission -
teaching (5/28/91). 

In returning to 1990 as a start point for this phase of analysis, a marked 

historical dimension exists in that much of the current institutional decision

making is shaped in relation to and defined by those failures wrought by the 

previous administration. 

From 1990 to 1994 the College's most important goal was to reclaim its 
credibility damaged by inappropriate practices of the Governing Board 
resulting in probation recommended by the North Central Association 
(NCA) in 1989. Several members of the Board during that time engaged 
in inappropriate and illegal activities and disrupted the administration's 
ability to effectively fulfill their obligations to the College and to the 
community. Subsequent governing boards were monitored until 1993 as 
a condition of First Pick's full ten year accreditation granted by NCA in 
1990 (p.7). 

Citing NCA concerns over institutional governance as one of the major 

reasons for the 1989 probation, it follows that the college would try to assure all 

parties involved that the nature of governance has undergone a drastic and 

extraordinary change. No doubt to expel the memory of the unilaterally 

hierarchical actions that discredited the previous BOG, there is an attempt to put 

the greatest distance between the style of that preceding, ousted Board and the 

current appointed board. In the beginning of this momentum, circa 1990, most 

of the transformation efforts are for the benefit of the NCA, and institutional 

documentation is directed towards reports compiled for this association. The 
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calamity of the probation and the Board of Governors behavior is repudiated 

again, 

...these accomplishments reveal a serious, thorough effort to address the 
problems of the past and to implement the recommendations of the NCA 
evaluation Team in 1988, the Fact Finding team in 1989, and the college's 
own recommendations in the Self-Studies of 1988 and 1990 (District 
Strategic Plan 1992-97). 

The College reiterates through several documents that changed 

governance will result in a changed institution, without the faults of the prior 

Administration. In the Community College Strategic Plan, written in 1991 and 

published in 1992, there is the oath that at the helm of First Pick College is ""A 

new Board of Governors providing responsible leadership, cooperation and 

commitment to success." There are also promises about the new commander in 

chief, the newly hired Chancellor Ponweek, 

...a chief executive officer with proven ability needed to inspire and guide 
a complex institution toward renewed success...The new Chancellor 
should establish a foundation for clear communications throughout the 
College by promoting its shared mission, supporting the ongoing strategic 
planning process at all levels, encouraging participatory decision-making, 
and establishing simple and effective operating procedures (1992 
Strategic Plan). 

A new Chancellor with a leadership style emphasizing: multi-directional 
communication and decision-making and 2) decentralization of 
responsibility to the campuses, with increased coordination and support, 
rather than direction, from central offices (1994 NCA Focused Evaluation 
Report). 

The crises of the previous decade act as precedent, factoring in every 

decision and shaping the decision-making styles and tools of the current era. 
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The past management by control and manipulation is now said to be replaced 

with the intent to be open, inclusive and communal, 

Since the 1988 NCA Evaluation Team visit. First Pick Community College 
and the citizens of First Pick County have transformed the atmosphere in 
and around the institution from one of controversy to partnership, 
instability to responsibility, confusion to purpose, and underlying potential 
to clear vision. To accomplish this, the college has addressed many of its 
serious concerns to create new strengths; consolidated the traditional 
strengths with new sources of vitality; and initiated a multi-level planning 
process that involves both College and community participants...[with] a 
new Board of Governors providing responsible leadership, cooperation and 
commitment to success...[ and] an expanded revision of the College 
Mission, developed with broad community participation, that fully states 
the College's relationship to community needs, established strong 
community ownership and provides clear direction for future planning and 
development (1992 Strategic Plan, p. 11). 

Within this atmosphere of severe scrutiny, outside of a certain 

discretionary range, Ponweek is never entirely free to act on his own initiative. 

He faces several intervening external constraints, varying degrees of "set" 

conditions, some economic, others political or organizational. Much of what 

occurs at the college is a direct result of attempts to atone for and rectify past 

errors and Ponweek must work under the long shadows cast by former 

administrations as well as interact with other intervening externalities. 
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Intervening Institutions & Externalities 

The intervening externalities that come into play in Phase Four take 

various forms, exercising a high degree of authoritative control over First Pick 

College. One is the growing administrative culture of higher education and the 

second is compliance with requirements meted out by legitimizing agencies such 

as the NCA and the State Board of Community Colleges. In reference to the 

administrative culture, there is, in all higher education contexts, an implicit 

directive to implement the latest managerial theory in striving for more 

institutional productivity and efficiency. In reference to the latter, at this 

juncture in First Pick's existence institutional adherences to directives are doubly 

mandated because of the NCA's concern about the governance of the institution, 

now carrying several sanctions imposed by the NCA and the State Board of 

Communit/ Colleges. So, Ponweek faces limits that are organizational and 

managerial in nature; constraints arising from tacit expectations that higher 

education institutions will be managed using some systematic application of 

administrative theory, most likely with the support of management information 

systems, "Sophisticated, complex computer-based planning models that 

attempted to model institutions or entire systems of institutions were soon 

available...The message was clear, if you did not adopt one, you were not doing 

your job" (Birnbaum, 2000:26). 

Within First Pick College, the predominant model adopted, as a 
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managerial tactic in response to organizational fragility, was Strategic Planning. 

As such, the thematic category of organizational diversity takes preeminence in 

this phase of analysis. Many of the tenets of Strategic Planning will dictate both 

the language and actions of the organization as well as the lived experience of 

the actors within it. Many institutional documents discuss strategic planning in 

such a way as to reveal the crux of internal structures and therefore the multiple 

and complex realities of an institutional ecosystem. This relates specifically and 

predominantly to the thematic category of organizational diversity. Consequently, 

environmental diversity also comes strongly into play in this phase of analysis. 

The themes of Representational and Philosophic diversity are not altogether lost, 

but definitely take a secondary role as the college struggles to regain a foothold 

on institutional credibility and accreditation. 

As First Pick enters the 1990s, there is no doubt that the college needs to 

take some form of curative action; a de-accredited, defunct institution could 

serve no one, be they external or internal constituents. Ponweek must implement 

a strict managerial "tourniquet" as an institutional life-saving device. The method 

Ponweek uses to restore stability is Strategic Planning. The full implementation 

of Strategic Planning also introduces many of the traits that will come to 

characterize First Pick's organizational identity, traits that set policy and 

guidelines, dictating accountability to both external and internal constituency, 

measurement in the form of evaluations and assessments and other institutional 
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"success indicators". 

Of course, the highest priority of the utmost urgency for any type of 

action is the removal of the college probation, listed as Chancellor Ponweek's 

primary objective in his written goals. 

The President (title hereafter changed to Chancellor) lists his goals of 

1990, his first year in office: 

Goal 1: Remove Probation Status: the President will take 
responsibility for, and leadership in, completing the removal 
of probationary status. 

Goal 2: Reorganize administratively and educationally. 

Goal 3: Upgrade all management practices: The President will be 
responsible for devising and implementing appropriate 
management practices in all areas of the College. 

Goal 4: Improve Faculty and Staff Development & Training: The 
president will devise and implement a plan to develop the 
potential and opportunities of present and future faculty and 
staff members of First Pick. Included in that plan will be a 
provision for an aggressive plan of affirmative action. 

Goal 5: Build Community Confidence in First Pick CC- The President 
will take whatever steps necessary to instill confidence in the 
College on the part of the community... 

Goal 6: Develop Strategic Plans for Mission, Facilities, Curriculum 
and Finance." 

(Institutional Effectiveness Series, 1994:9) 

Ponweek does the incredible; in a mere year the college is taken off of 

probation and is accredited for another ten years. A local newspaper article 

refers to Ponweek as a modern day "Paladin", come in to save the day. 
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Panel recommends probation end- Crediting the college with cleaning up 
an atmosphere of in-fighting and long unfilled jobs, the committee from 
the National Association of Schools and Colleges announced its 
recommendation to relieved First Pick officials....It plans to support a 10 
year accreditation of the college...The circumstances at the college are at 
the point where probation is no longer necessary' Chancellor Whalen 
Ponweek said..." We have remedied the issues brought up (Civilian, 
10/17/90). 

"First Pick College off probation after 2 years. 
Last week the accrediting group lifted the probation, said college officials. 

The association accredited First Pick for 10 years, the maximum it allows 
between reviews. 'With the little smear removed \ Ponweek said, 'the 
school can get on with regular business." (Civilian, 2/19/91) 

Ponweek's top priority was to get First Pick off probation, which the North 
Central Association of Colleges accreditation agency lifted in February, 
1991. Ponweek provided the leadership First Pick College needed to get 
back on track. Suffice it to say ...the college has rebounded after its own 
self-examination, and an impressed review committee recommended last 
October that probation be lifted and accreditation be granted for a 
decade." (Perennial, 2/21/91) 

The First Pick Community College Board praised Chancellor Whalen 
Ponweek's first year performance...'He's done a job that's incredible, when 
you think about it,' said board Chairman...who gave Ponweek credit for 
getting the college off probation.... Dr. Ponweek has quietly and 
successfully turned this battleship..." (Perennial 6/1/91) 

With Strategic Planning at the helm of this "battleship", Ponweek announced in 

almost textbook language how Strategic Planning functions as a managerial 

system. 

Recognizing that consumers, the external environment, and the institution 
are all constantly changing, the College needs to have a process for 
determining its direction and focus. Strategic Planning includes defining 
customers and their needs, examining the emergent trends in the external 
environment which may have implications for the college, assessing the 
internal organization in terms of its strengths and opportunities, and 
determining the strategic moves necessary to align the college with the 
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emerging external environment (1992 Strategic Plan p.l). 

As a consequence, Ponweek immediately began to implement, "...new 

management practices including strategic planning, facilities development, 

program and services review, and monitoring of student outcomes" (id, p.11). 

Strategic Planning is a system that at its core, basically, has a 

quantitatively evaluative nature. Now, in the case of First Pick Community 

College, it is being applied as a remedy for situations and issues that are, for the 

most part, political in nature and qualitative in content. Strategic Planning, at 

first glance and perhaps in theory, contains elements that seem compatible with 

several definitions of diversity as outlined in this study in that it seeks 

organizational-wide inclusion, advocates creating "cross-functional teams" or 

cutting through different tiers within the organization, fosters teamwork and 

emphasizes people as its greatest resource (Marchese, 1993). 

Taking up Strategic Planning in 1989-90, First Pick College becomes a 

devotee a beat later than its moment of highest popularity as a managerial 

system for educational organizations. After the avalanche of Strategic Planning 

and Total Quality Management (TQM) had made deep inroads into higher 

education management in the mid 80s, beginning in early 90s critiques and 

criticisms of the systems emerged, offering, in the language of strategic 

planning, an assessment of their effectiveness. Research found the roots of 

Strategic Planning are not that appropriate applied to issues looking for 
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qualitative improvements given that its main principles are prescriptive and 

quantitative. As Robert Bellah defines it, strategic planning is a variety of 

rational choice theory which, 

...assumes that social life can be explained principally as the outcome of 
the rational choices of individual actors, who typically base their actions 
on what they perceive to be the most effective means to their goals....We 
are only beginning to see the full implications of such thinking in our 
society and our universities today (Bellah, 
httD://www.aup/ora/DubUcations/Acacteme/OOif/JFOOBelLhtm. p.5). 

Rational choice theory, and its corollary strategic planning, is usually 

considered to stem from economic theory, a schematic model far removed from 

the traditional missions conceptualized for educational systems. Bellah goes on 

to describe rational choice theory as originating from the Rand Corporation after 

WWII. Bellah relies on S.M. Amadae's unpublished dissertation, which locates, 

...the development of the conceptual apparatus for rational choice theory 
within the national security environment... The conceptual framework for 
rational choice theory was developed to solve strategic, military problems 
and not problems of economic modeling. Furthermore, this idea set was 
developed to inform policy decisions, not merely retrospectively to analyze 
behavior as the social sciences often claim of their own 
methodology....The theory of rational action has interlocking descriptive, 
normative and prescriptive components, and was developed to inform 
action respecting nuclear strategy and complex questions of weaponable 
procurement (ibid). 

Within Strategic Planning then, its premise or the roots of its own ideology are 

about efficiency, aggression and normative, rather than innovative, behavior. 

These premises are bound to seep through during implementation in any arena. 

This can be seen in the language of First Pick's Strategic Planning, which adopts 

http://www.aup/ora/DubUcations/Acacteme/OOif/JFOOBelLhtm
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militaristic terms and scenarios painted through defensive language, albeit 

speaking to the terrain of higher education, 

Continuing its original mission to expand educational opportunities, the 
College has adopted a strategic planning approach... Strategic planning 
enables the College to effectively position itself within an ever-changing 
environment and to efficiently target its limited resources to best serve 
the demands of growing student enrollments...Strategic planning is the 
essential College activity which focuses on future organizational 
survival...gathering of data about strengths, weaknesses, threats and 
opportunities (First Pick Institutional Effectiveness Plan, p.332). 

The shortcomings of Strategic Planning are enumerated in both higher 

education and managerial literatures, as are the objections to using an economic 

model superimposed on systems of higher education that are not susceptible to 

purely rational models. In short, Strategic Planning itself is problematic. 

Higher education has seized upon the strategic planning concept in hopes 
that it will provide a tool for resolving the difficult challenges created by a 
changing environment. While it has strong proponents, many feel that 
strategic planning is either ineffective or a new name for something well-
managed institutions have been doing for decades, although it may have 
been somewhat updated technically. Further, many characteristics of the 
higher education institution as an organization do not lend themselves to 
the requirements of the strategic planning model; the loosely-coupled 
collegial organizational culture of colleges and universities is an important 
mitigating factor (Olsen, 1989:11). 

Furthermore, despite the rhetoric of participatory process, strategic planning 

depends more on structures, constant assessment, and product rather than 

process, "The core of strategic planning is "...continuous and comprehensive 

environmental scanning" within educational organizations, where emphasis 

should be "placed on the process not the product" (Birnbaum, 2000:65). 
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Ponweek inherited many aspects of First Pick's Strategic Plan from the 

dictates of the last NCA Self-Study conducted in 1987-88, 

Among the recommendations in the 1987-88 NCA Self-Study was the need 
for a strategic planning process within the College...In April 1988, the 
College president formed the Advisory Committee for Strategic 
Planning...A major accomplishment of the committee during 1989 was to 
produce a situational analysis...the first portion of the strategic plan, which 
includes a scan of environmental factors impacting the College and an 
organizational assessment of the college. This situational analysis became 
a seminal document for the NCA Self-Study of 1989-90" (1992 Strategic 
Plan). 

However the Strategic Planning of 1988-89 began under the tenure of a 

departing President Marcos, and continued as an accomplice and a tool for the 

unauthorized reorganization by the autocratic Board and an embattled President 

Angelos. The 1989 situational analysis also revealed the lack of cohesion and 

disunity that was rampant within the college (see Phase 3 analysis). Close upon 

the heels of this exposed chaos was the apocalyptic NCA probation and the 

ordered resignation of Angelos. So Strategic Planning, as initiated by Marcos and 

adopted by the past Board and Angelos, is already meant to exhibit an inclination 

toward community and institutional inclusion. But as Ponweek takes the reins in 

1990, it now becomes especially important to First Pick to emphasize those 

aspects of Strategic Planning which recommend inclusion as part of its practice, 

In April 1988, the College president formed the Advisory Committee for 
Strategic Planning, comprised in part by nine members of the Self-Study 
Steering Committee. Representatives from the faculty, staff, 
administration, alumni, students and the local community were also 
included...by synthesizing the efforts and thoughts of the College 
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community, the Strategic Plan takes a proactive step towards a strong and 
healthy future for the college. 

At the onset of Ponweek's tenure the major impetus to intensify 

reorganization through Strategic Planning remains the probation of 1989, 

specifically the charges leveled at the Board of Governors for "in-fighting", "lack 

of collegiality", and the inability to distinguish between policy setting and micro-

managing. And beyond a springboard, now Strategic Planning as a management 

theory must do dual duty, used both as a map providing institutional guidance 

and also as a crusade banner, carrying with it the intensity as well as burden of 

total institutional reform. As a consequence. Strategic Planning lies very much at 

the heart of this period, 1991-2001, and all the ramifications of using this 

management system to guide the institution run in thematic veins throughout 

the body of the college. Coming out of the debacle of the Probation and the 

drama and scandal of the resignation of an insufficiently credentialed president, 

it is almost possible to hear the chorus of voices constantly exhorting the college 

to "Straighten up and fly right!" And this is what it intends to do, 

The active involvement of community leaders provides the strongest 
assurance possible that the kind of episodes resulting in the College being 
placed on probation will not be repeated. And the strong leadership and 
guidance of the new Chancellor, who has brought clarity and purpose to 
the enterprise, assures that positive changes will continue (1992 Strategic 
Plan, p.11). 
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Voice of the Institution through Documents-

Organizational & Environmental Diversity 

There are four major institutional documents written during Ponweek's 

tenure; the 1992 Strategic Plan; the 1994 Institutional Effectiveness Series; the 

1994 NCA Focused Evaluation Report, and the 1994 Community College Master 

Plan. In all of these, most likely because the college has only recently emerged 

from its crisis, the documents heavily emphasize inclusion, inclusive processes for 

decision-making and participatory governance throughout all levels of the 

college. One of the recurring themes throughout Phase 4 is this emphasis that 

First Pick College places on being a participatory institution, with both its 

planning activities and Its decision-making practices for college conduct. In 

some ways Strategic Planning fits in very well with this spirit of reform. The 

thematic of inclusion, linked to planning, is quite strong, especially in the years 

right after probation. Because of the havoc wreaked by the probation, the tenets 

of Strategic planning; the notions of external and internal accountability, of 

inclusion and participation, suits the College's new image of a sharing 

organization, emphasizing the concept of a single college and the participatory 

aspect of strategic planning, 

The College encourages a participatory planning process by including 
students and employees from all levels of the College on various planning 
teams. When appropriate, community members are asked to participate 
on strategic planning teams. Strategic planning takes place interactively 
on the unit, campus, and administrative support levels. Participatory 
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planning helps create a shared governance (their emphasis), that is, 
participation in the process that leads to decision-making. Under shared 
governance. College Strategic and Master Plans are reviewed for 
endorsements by student, faculty, and staff councils as well as the 
Chancellor's Cabinet, thus supporting the one college district, (their 
emphasis) (District Strategic Plan 1992-1997 p.16). 

In accordance with First Pick College's goals of becoming a fully participatory 

college, one of the recommendations from the 1990 NCA team was to continue 

to include community members on major search committees. Therefore 

Ponweek, also in accordance with Strategic Planning, is very interested in public 

opinion and community perception of the college, ultimately introducing the 

concept of institutional accountability to external constituencies. Situational 

analysis and "environmental scans" show what the college deems as most 

important to its credibility and its future. As a result of one situational analysis 

"Public Accountability" is listed as one of the Socio-political trends, 

...Since the governing board crisis that led to probation, additional 
assurance of higher standards of behavior has been provided by a citizen's 
group that monitors board behavior and screens board candidates. (This 
is detailed further in the 1990 Self-Study Report p.82) 

Regularly scheduled evaluations will provide opportunities for the 
general public to monitor the board with or without the efforts of special 
citizens groups and- since the results will be made public- are likely to 
alert the community to potential problems before the develop fully."(1994 
NCA Focused Evaluation Report) 

To further regain the confidence and approval of the external public, 

Ponweek also involves the community in selection and hiring processes, 

"Community members have been included on screening committees for the 

positions of Vice-Chancellors, Presidents, and for the Chancellor (1990 
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Recommendations, NCA Self-Study, p. 17). Ponweek also uses this method to 

send messages about his stance on representational inclusion. 

By asking people to serve on screening committees and sift through job 
applications, we are attempting to do several things,' Ponweek explained. 
It says to the world that we're not sitting in a closed room and playing 
good ol' boys. It also says that we want the community to see that we're 
dead serious about affirmative action...Affirmative Action is not only good 
for the people that it might affect', he said. 'It's good for First Pick and it's 
good for me, because it opens up the number of qualified people seeking 
employment (Perennial, 5/28/91). 

Prior even to probation being lifted, Ponweek set out to recapture the confidence 

of the community and restore the image of First Pick as being the "People's 

college" with a high degree of inclusion and community participation. One 

method of achieving this was to adopt a communal process in revising First Pick's 

Mission Statement, "The revised Mission statement was created in a September, 

1990 mission-planning charette in which one hundred community representatives 

and College staff participated..." and "...by synthesizing the efforts and thoughts 

of the College community, the Strategic Plan takes a proactive step towards a 

strong and healthy future for the college" (1992 Strategic Plan, p.l). Two half-

day sessions were facilitated by Dr. Dale Parnell, then President of the 

Association of the American Association of Community and Junior Colleges. The 

entire Mission Review process was seemingly guided by incorporating 

inclusionary tenets. Documents also emphasize that committees were 

specifically composed with representational diversity in mind, "The ten working 

committees and their chairs were carefully representative of gender, ethnicity, 
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age, socioeconomic background and the physically disabled" (Institutional 

Effectiveness Series, 1994). 

The charette also addressed one of the strongest criticisms of the 

college's past behavior, that of resource allocation being seen as a partisan and 

unfair process. There were assurances ensuring comprehensive changes towards 

participatory decision-making, "The budgeting and allocations process should be 

refined and clarified through its linkages with strategic planning, program and 

services review, and other means of shared decision-making within the college" 

(1992 Strategic Plan, p.12). 

The Institutional Effectiveness Series devotes an entire volume (Number 

2) entirely to the College Mission Statement and the processes the college 

undertook to achieve it. Once again First Pick wants to emphasize its inclusive 

process, as well as its accountability to the external community, 

A clear, complete statement of mission and purpose is essential to an 
educational institution. It tells the outside community what can be 
expected of the institution, and it keeps personnel focused on meeting 
those expectations...Initiated in 1990, the evaluation process involves 
both community representatives and College personnel in designing the 
mission and setting goals for achieving its purposes. 

The report gives two stages of evaluating the Mission Statement. 

The College conducts a comprehensive review of the mission statement, 
which incorporates institutional purposes, approximately every five years 
to ensure that it continues to address the needs and expectations of its 
public. This review is typically accomplished by a large committee, 
including approximately equal numbers of College and community 
representatives. 

The first comprehensive review of this kind was an outgrowth of 
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the 1989/90 Institutional Self-Study. On September 6-7, 1990, almost one 
hundred persons participated in a mission charette consisting of two half-
day sessions led by ...then President of the American Association of 
Community and Junior Colleges. 

The charette membership consisted of a wide variety of College 
and community representatives. Institutional participants included two 
board members, students and representatives of all campuses and diverse 
disciplines, with a good mix of administrators, faculty, and staff. Among 
the community participants were former [First Pick] board members, [First 
Pick] alumni, educators, leaders from business and industry, public and 
community service officials, tribal representatives, health professionals, 
and citizens of neighboring communities. The following prominent 
organizations were represented by senior administrators or other key 
personnel. (7 of 25 listed) 
Board of Regents Legislature City of First Pick 
National Organization of Women, Nosotros (a community service 
organization) 
[Native American] Nation Urban League" 

In February of 1991, Ponweek recommends that the newly revised Mission 

Statement be used to generate goals that would serve as "Indicators of 

Success". Some of these indicators deal with most of the categories of thematic 

diversity as set out in this study, such as organizational and representational as 

well as the areas of rewards, appreciation that fall into the category of 

environmental diversity: 
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Table 7. Indicators of Success 
AREA INDICATORS OF SUCCESS 
Creative & Effective 
Teaching 

Students rate faculty good or excellent on 
evaluation items dealing with instruction. 
The college will each year recognize and reward 
creative/effective teaching. 

Access & Equitable 
Opportunity 

Increase services enhancing multicultural and 
multiethnic sensitivity. 

Student Services Students will rate services good or excellent and 
will report that the College provides services to 
meet student needs. 

Bilingual & Multicultural 
Education 

Implement staff development concerning 
Bilingual & Multicultural diversity (TRACK) 

Employees & Work 
Environment 

Employees will show a great understanding of 
Mission, communications, decision-making, and 
AA/EEO procedures. 
Progress towards parit/ within classification of 
under-represented groups among employees. 

Communicating with the 
Public 

Citizens will give a positive evaluation of... 
programs & services. 
Academic programs and services will demonstrate 
changes resulting from community 
recommendations. 

(Source: 1992-1997-Strategic Plan) 

Ponweek held a second charette to formulate Mission Success Indicators 

as an "accountability function", which was to act as an "annual report card to the 

community." The process marked a 'coming of age' for the college and it now 

declared itself a mature organization. The maturity as shaped by strategic 

planning is seen as developmentally more progressive than First Pick's earlier 

participatory forms, 

The Mission Charette was the first of several major institutional 
activities that indicated that First Pick Community College's structure 
was evolving from its communal beginning to a more complex 
institutional structure that depends on its external as well as its 
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internal constituencies (NCA Self-Study 2000 p.7). 
The [First Pick] Community College Master Plan 1994-95 is the product 
of an interactive, district-wide process merging and integrating campus 
planning with administrative and instructional support planning...In 
August 1993, a district-planning event brought together College 
faculty, students, staff, and administrators to identify a set of Strategic 
Traveling Directions for the College. Participants, having reviewed the 
results of an environmental scan and numerous planning task forces 
and charrettes, identified the following Traveling Directions for 1994-
1999. 

However, one external consideration that Ponweek must deal with is that 

he must enact all of these new goals in a climate of severe fiscal cutbacks at the 

State level. Nation-wide, state budgets are decreasing overall funds for higher 

education while simultaneously enrollments are rapidly increasing. First Pick is 

experiencing this phenomenon as well. In January of 1991 the Governor of the 

state where First Pick is located proposes severe cuts in the State of the State 

speech, 

...setting a tough fiscal tone with a no-growth budget. Under the 
Governor's budget, state workers would go without raises; county-
revenue would be capped at current levels...In addition, all levels of 
education...would either suffer budget cuts or minimal increases... The 
Joint Legislative Budget Committee...will release a budget Monday said to 
be $50 million less than the governor's budget...The governor also told 
lawmakers to re-examine the [state's] formula for funding school districts, 
as well as a variety of education-reform issues. The current funding 
formula, based in part on school district property values, has resulted in 
wide funding discrepancies (Perennial, 1/15/91). 

State cuts target higher education in general and community colleges even more 

specifically. Only the Senate Appropriations Chairman of the state, a democrat 

from First Pick County, said he probably would not support cuts to community 



504 

colleges, 

The Capitol's budget trimmers have taken a very close look at how [the 
state] funds community colleges, and they propose changes that would 
leave less money for the schools. Officials at First Pick Community College 
are not pleased. It's going to be very difficult to balance next year's 
budget...In a nutshell, we're looking at a chronic or continuing decline in 
support at the same time we're experiencing record enrollments...Last fall 
enrollment grew 8 percent, to a record of 28,766 students (Perennial, 
2/9/91). 

The budget director of the Governor's Office of Strategic Planning and Budgeting 

also stopped allowing First Pick to include students from summer school in their 

headcounts for FTSE funding, "...believing summer school should be self-

supporting. This could further reduce aid to community colleges..." (2/9/91). In 

addition to the newly proposed budget cuts, the state government is asking First 

Pick to repay funds dispersed the previous year based on expected student 

enrollments. First Pick fell below the estimated level by 4 percent. In addition. 

First Pick had paid less than anticipated into its employee's retirement system. 

The state figures it should get money back from colleges where 
enrollments did not meet expectations. First Pick had 4.5 percent fewer 
students than expected for that fiscal year. The state also wants money 
returned because First Pick paid less into its employees' retirement 
system, down to 2 percent of the employees pay, from 4.69 percent 
(Perennial, 1/11/91). 

First Pick Community College soon may face some breath-catching belt 
tightening if the state government gets its way. While the college, like 
others, will trim 3 percent from its state appropriations of $13.1 million to 
help make up the states financial shortfall this year, one state office is 
after more money. The Governor's Office of Strategic Planning and 
Budgeting say the college should return about $860,000 from the previous 
fiscal year, which ended six months ago...Contingency plans for such a big 
budget bite include severe travel restrictions, leaving vacant positions 
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open and across-the-board budget cuts except in instruction, said First 
Pick Chancellor Whalen Ponweek. We don't see any layoffs at all. 

In light of the increased enrollments yet decreased funding from the state 

Ponweek concedes in a later article that there will be additional consequences 

from the budgetary cuts, predicting larger class sizes, less support staff and most 

or all program development held at a stasis point. 

State cutback plans portend tough times for First Pick- ...The bite facing 
community colleges, as a percentage, could be greater than the one 
facing the... state universities...The budget-writing arm of the Legislature, 
the Joint Legislative Budget Committee, proposes a 2.1 percent decrease 
for the next fiscal year. This is less gloomy than recommendations from 
the Governor's Office of Strategic Planning and Budgeting, which would 
take 8.8 percent from community colleges...While students won't be 
affected directly, the ripple effects may be increased class size, less 
support staff and no new programs (Perennial 2/9/91). 

While there is little doubt that the 1989 probation colors a high proportion 

of the motivation, decisions and actions for change, the speed and nature of 

some changes at First Pick are not always totally dictated by NCA mandates. 

While conceding that it must answer to external authorities, the College, at the 

same time, tries to exorcise the past probation scandal and move fully forward 

into a mode of thought and action that is beyond NCA stimulus and First Pick 

response. The primary changes occur in the upper echelons of institutional 

governance itself. Chancellor Ponweek, as head of First Pick College, makes 

decisions on the types and quality of changes that the college would undergo. 

What characterizes the institution during this phase is the unrelenting fervor for 

reorganization in the guise of self-improvement, stemming from the newfound 
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faith in Strategic Planning. Though it is meant as an organizing force, there are 

so many innovations, projects, innumerable task forces, planning committees, 

charrettes and innovations sweeping willy nilly through the college, the results 

often manifest in chaos, just the opposite of their primary intent. 

College documents attest to the amount of change occurring. The College 

admits the year 1990 is usually point of change, "From 1990 to the present [First 

Pick] Community College has experienced more fundamental change than at any 

other time since its inception" (Introduction to the Institutional Self-Report 

2000). Visiting the college in 1990, an NCA Comprehensive Evaluation Team 

expressed concern over the amount of change taking place. The concern was 

for the College having "framed multiple initiatives which had not yet been fully 

institutionalized," 

[First Pick] Community College is in the process of undergoing extensive 
change and reorganization. Many of these important and fundamental 
changes (such as program evaluation, strategic planning, administrative 
reorganization, etc) cannot be evaluated at this time because they are so 
recent and/or incomplete. That so many basic changes are occurring at 
the same time is in itself cause for concerns... but because so much 
remains to be completed, our recommendation for continued accreditation 
for a lengthy period of time will be tempered by an earlier focused visit 
(1994 NCA Focus Evaluation Report pp.49-50). 

First Pick acknowledges the serious strain on "an institution's human and fiscal 

resources". Many of the changes impact the College on both institutional and 

departmental levels, deleting some departmental power and imposing more 

levels of governance overall. 
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Full implementation of any one of these major activities ...would be a 
milestone in the history of the College. Even without change in leadership, 
organization and enrollment, accomplishing more than one comprehensive 
program could place a serious strain...Since 1990 the college has been 
functioning under the following set of conditions: 

• A majority of administrators who are new to the College or occupy new 
roles. 

• Reevaluation of the role of department chairs and department 
reconfiguration that is intended to increase faculty participation in 
decision-making and improve the coordination of academic disciplines 
between campuses. 

• Organization of a new administrative unit combining academic affairs 
and student development and 

• Continued enrollment growth, with an increasing demand for 
expanded services and site development in the face of stagnant local 
economy and diminishing state support." (ibid) 

College administrators hold to the belief that implementing these changes are in 

the best interests of the college, while acknowledging that personnel are greatly 

impacted and may perceive the changes adversely, pushed as they are to 

perform more in increasingly condensed amounts of time. 

On the whole, these conditions have opened the door to rapid and healthy 
change, but they have complicated the implementation of mandated 
improvements. Campus and central office personnel, while developing 
those improvements have had to: 

(1) adjust to rapid systematic operational changes. 
(2) adapt planning, budgets, and research functions to fit new 

structures and to respond to emerging initiatives, 
(3) improve communications and coordination among dispersed 

College units as they become increasingly self-sufficient, and 
(4) constantly revise timelines in order to accomplish the sheer 

volume of tasks with thorough preparation and foresight (id). 

Although there has been both internal and external grumbling about all of 

the reorganization undertaken, Chancellor Ponweek and college administrators 
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perceive the implementation of new management practices as proof of their 

commitment to the communities both on and off campus, as well as to more 

progressive and democratic institutional practices. First Pick wants college 

personnel to be totally on-board with all executive decisions, 

The college should complete the administrative reorganization as soon as 
possible...The new Chancellor should establish a foundation for clear 
communications throughout the College by promoting its shared mission, 
supporting the ongoing strategic planning process at all levels, 
encouraging participatory decision-making, and establishing simple and 
effective operating procedures....The program and services review process 
should be implemented on schedule, and all members of the College 
should be convinced of its importance to institutional efficiency and 
effectiveness...The budgeting and allocations process should be refined 
and clarified through its linkages with strategic planning, program and 
services review, and other means of shared decision-making within the 
college (District Strategic Plan 1992-1997). 

In examining the headlong rush for re-organization and the constraints 

that Ponweek worked under, the question emerges; aside from fiscal constraints, 

specific NCA mandates, and implicit planning mechanisms, where does an 

institutional leader have the most latitude to implement discretionary choices; 

and what else did Ponweek choose to do? 

One major initiative Ponweek chose to pursue was "economic 

development". This was not an entirely discretionary decision of course. It was 

one made almost compulsory, not only by the economic climate for higher 

education and the trends to continuously under-support higher education, but 

also explicitly by the State Board of Directors for Community Colleges. In the 

Fall of 1993, 



509 

...the Executive Director of the State Board of directors for Community 
Colleges of [the State] established the Task Force on Institutional 
Effectiveness Measures. This task force was charged with developing a 
statewide plan for systematically demonstrating the degree to which the 
community colleges accomplish the diverse missions entrusted to them by 
the people of [the State]...The task force...recommended that a series of 
reports periodically be done that deal with the issues of access, transfer, 
economic impact/workforce development, community development, return 
on investment, and other issues of current concern (State Board of 
Directors, 1995). 

Finally clear of probation, yet with persistent cuts from State and federal 

spending, and an increase in enrollments. First Pick turns to business 

partnerships to fuel its recession-bitten budget, "The college is making a special 

effort toward working more with businesses than we have in the past" 

(Perennial, 11/9/91). 

Economic development is also a tactic of Strategic Planning, and First Pick 

turns to "...increased institutional attention to the dictates of the external 

environment and the marketplace are necessary key ingredients for successful 

strategic planning" (Olsen). 

Ponweek hires a new assistant vice-Chancellor for economic development, 

Carl Dais, 

Economic development. First Pick strives to make new, stronger ties. First 
Pick Community College is clearly recognized as an educational 
resource...but the college's vital connection with economic development 
often isn't easily made. Carl Dais...is determined to change 
that...Creating a heightened awareness of the college's hand in economic 
development is the work of Whalen Ponweek, hired last year as Chancellor 
of First Pick Community College. Part of that effort involved creating the 
post of assistant vice chancellor for economic development. But don't get 
the idea that the college isn't in the forefront of training programs. 'First 
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Pick Community College has two or three cutting-edge technologies, 
including one offered nowhere else in the United States,' said Dais. The 
State Environmental Technology Training Center is a technology training 
program certified by the Environmental Protection Agency...The new 
aircraft structural repair program just established is one-of-a-kind in the 
United States. No place else will you get that kind of training and 
certification (Civilian, 4/22/91). 

The newspaper article goes on to emphasize that besides training received in the 

classroom First Pick also takes training to work-sites and seminars. Dais also 

wants to take the approach international, 

We know that the problems of environmental degradation across the 
border are significant and growing and will be a key element of the free-
trade agreement between the United States and Mexico....Eventually we 
will have the capacity to offer those kinds of training courses in Spanish. 
Companies in Mexico who have to train managers and supervisors can 
bring them [here] or we can deliver it there. This will add to the 
economic base of this region, by these companies knowing they can get 
the appropriate training (Perennial, 4/22/91). 

Yet, issues of social justice and exploitation of workers can manifest within these 

new economic relationships, as in the case of Mexican maquHadoras, 

The circumstances generating a need for worker training include 
maquHadora operations on both sides of the border, the prospects of 
Pacific Rim trade, and the free-trade agreement that is expected to be 
signed within two years with Mexico, Dais said, adding that the free-trade 
agreement alone 'will reshape development opportunities in the 
[southwestern states].'" 

International contexts are also emphasized in terms of languages. 

First Pick offers language training center -Responding to requests from 
local business people. First Pick Community College announced today it is 
establishing an International Language Training Center, scheduled to open 
in January. The center at first will provide training in English as a second 
language to international students and local workers. By next spring, the 
center will begin providing intensive training in Spanish and German, to be 
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followed by Japanese and Russian by late 1991, said E. B. Hewett, the 
director. 'People are finding our they can't assume that everyone speaks 
English'...The English as a second language curriculum is broken into three 
parts; Provide special programs to teach English to groups from 
corporations, government agencies and non-profit organizations....The 
center must be self-supporting and will charge between $120 and $150 a 
student per week for its training. ...The center will have a facility close to 
First Pick's Best campus (Civilian, 11/09/90). 

The college's version of economic development also contain certain 

aspects that alter the basic nature of faculty jobs, directing the focus away from 

teaching, which Ponweek claimed was the primary purpose of the college. 

Faculty are used as "out services". Historically, there is a "service" component 

within higher education, meaning faculty go out into the community, providing 

information, expertise and consultation. Yet the current circumstances seem a 

bit different in nature in that it is not a seminar or training other workers, per se, 

but rather applying the faculty's professional base of knowledge in a very short-

term business context. There is no learning/teaching, just short-term 

application, a different form of use or employment. Faculty in fact become 

temporary personnel or "temps", 

A new program, called Externship at the college is to get the faculty out in 
the trenches-to be hired by business for short-term tasks. Dais said his 
faculty is different from that at the university, because 'most of our 
associate faculty and much of our regular faculty are not pure academic or 
pure research. It's one things to teach accounting full-time, and quite 
another to teach accounting and work as an accountant. Much of our 
faculty over time has had that type of experience." The college's Small 
Business Development Center will become a clearinghouse for businesses 
and organizations that need the skills of college faculty members for a 
limited period. The participating business benefits from the faculty's help 
and the faculty members gain greater experience to take back to the 
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classrooms/ he said. Tor instance, faculty members familiar with 
computers and software could aid a company whose work stations need 
upgrading over a four-week period. Faculty skills are improved in the 
process...For business and industry with training needs, Dais' goal is to 
have First Pick College as the first and last telephone number you call-and 
we'll take care of it (Perennial, 4/22/91). 

There are even more explicit links between teaching and industry. 

Tailoring teaching to trades: When American Airlines officials announced 
last year that [the city] would be the home of its new reservation center, 
they pointed to First Pick Community College's willingness to develop 
customized computer training classes as one of the reasons. And when 
Lockheed Aeromod decided its maintenance facility would be in [this city]. 
First Pick College again figured into the decision. This time the college's 
aviation programs were the hook.' First Pick has become an impressive 
tool in shaping [the city's] economic health', said Andrew Flowers, 
president of the Greater [City] Economic Council. 

Coretta Wynan, vice president of senior services at [the] Jewish Geriatric 
Center, said...There's no doubt that economic development in [the city] 
needs First Pick, "they respond to the employers' needs, and to the 
employees' needs, it's a very important community service (Civilian, 12/ 
9/91). 

First Pick also intends to become a central component in a local formula for 

industry, 

To establish its future direction ...Strategic planning seeks to competitively 
position the College within the education marketplace... By establishing 
partnerships with schools and senior colleges, with business and industry, 
and with governing agencies, the College will become an integral part of 
economic development efforts within this region and state, as well as 
nationally and internationally (1992 Strategic Plan, p.16-18). 

These links to local industry are also meant to parlay with the college's goal to 

become both more inclusive towards, as well as to offer more organizational 

accountability to, external constituents. 

First Pick, in declaring their accountability to external authorities and to 
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Community leaders also turns the full glare of Strategic Planning onto the 

community, 

As a community college, First Pick's mission, programming and outcomes 
are intimately tied to the life of the [First Pick] County community. This 
strategic traveling direction recognizes that serving the community 
through partnerships is vital to the mission of the college. It also 
recognizes that the greatest resource for developing the College lies in 
community people and organizations..The overall objective of this 
direction is to help make [the]County community "all that it can be" by 
bringing [First Pick] to its full performance potential (College Master Plan 
1994-1999 p.7). 

Plans take shape that would form ambitious and comprehensive partnerships 

with the community. 

The major tactic for accomplishing this objective is to build fully reciprocal 
partnerships which are not only emblematic but effective in creating 
community...Activities that support this direction: 
1. Extend community partnerships to engage in every aspect of the 
College 
a) Require all administrators to be active participants in at least one 
community organization. Encourage all department chairs, faculty and 
supervisors to likewise participate in the community. 
b) Continue to build the [First Pick] Speakers Bureau in which College 
employees shared their expertise in 100 speaking engagements each 
year. 
c) Share facilities and equipment with other community organizations... 
d) Engage community leaders as experts in the College decision-making 
processes (Ibid). 

The College also wants to, "develop articulation agreements with at least three 

community service providers... Articulation agreements have been signed with: 

Nosotros Urban League Adult Literacy Volunteers County Adult Education" 

In the minds eye of the College, most relationships are based on commerce and 

therefore community partnerships must naturally link up to Resource 
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Development, 

Table 8. Community Partnerships and Resource Development 
Form new Charge the Annual Survey will Survey completed 
partnerships each Community show that 95% of by Institutional 
year in relations Office administrators are Research at 
education/training. with promoting, active in at least direction of 
grant projects. documenting and one community Community 
celebrations, and evaluating organization. Relations. 
community partnership 
development effectiveness. 
efforts. 
(Source: 1994 Master Plan) 

The underlying motive for these partnerships remains basically economic, 

Through key-partnerships, the College will implement a plan to develop 
the resources necessary to serve the needs of First Pick County into the 
twenty-first century. The College will recommend that the community will 
approve the appropriate public financing and the College will obtain 
alternative funding sources...Partnerships in development will be both 
internal (campus, district central office, and interoffice) and external in 
order to leverage resources available within the College and within the 
local and international communities (1994 Strategic Plan). 

The section on Business and Economic Development elaborates on this theme. 

As with most community colleges, [First Pick's] role in the economic 
development of the region it serves has taken on increasing importance 
over the years....The College's commitment to this aspect of its mission is 
well-documented. The strength of this commitment can be seen, in part, 
by the sheer volume of active partnerships in which the College engages. 
Recently, all campuses were asked to submit a list of their collaborative 
activities, partnerships, and intergovernmental agreements. As this report 
was being written, not all information had yet been received by the 
District. Still, from the reporting campuses, over 1500 different 
partnerships have been described. Clearly, First Pick is viewed by the 
community as a force for change, an able partner, and effective 
collaborator. Even more clearly. First Pick acts daily on its desire to serve 
this community and efficiently make use of its many human, capital, 
physical and technological resources (id, p.74). 
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Yet, some respondents I interviewed felt that community links are often 

overlooked, 

Because I think that one of the drawbacks of this particular institution is 
that they want you to believe that this is it! If you don't put in 14 hours a 
day here and do everything they ask you to do, then you're not 
contributing enough! When in fact, they're not making enough of a 
contribution in the community! There are very few links. 

It's like I was telling one of the Admission Directors, if you're not 
here, in your office doing something, you're not a value to this place. 
When in fact a community college means that you have to be spending 
some time out in the community; recruiting students, talking to people in 
business to find out what types of careers are emerging, ail these kinds of 
activities are not looked upon as being a value here. So we're really not 
linked to the community. So what I found that what I wanted to do is 
become more linked to the community and it has worked out. And now I 
feel that I'm actually making a greater contribution, based on my view of 
my work, outside the institution than I am inside the institution 
(Interview). 

However, it becomes increasingly clear that First Pick College wants to 

present the profile of a preternaturally happy organization. College reporting 

often seems to turn the results to its favor, even when the actual data does not 

necessarily support institutional positions on different issues. In the Strategic 

Plan of 1992, although they mention the Goals and Values Inventory, (discussed 

in Phase 3) any mention of the specific Values and Assumptions section of the 

assessment is totally deleted, a section that offers harsh criticism of the college 

by all levels of college constituencies. In addition to obscuring certain criticisms, 

the document also transfers some issue of blame from the college onto the 

community, despite lauding community inclusion in re-scripting First Pick's 

Mission Statement, "The external public, however, tend to be largely unaware of 
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the current College Mission and Purpose" (1992 Strategic Plan, p. 13). 

Overall, in Ponweek's first year, his performance was applauded. He is 

perceived as having a 'hardball approach", commended by some people in the 

community as a way to get rid of "deadwood". Newspapers relay the approval 

from several different constituency groups, including the community. 

Image of First Pick Governance: In February 1991, NCA lifted 
probationary status for First Pick Community College and granted full-
accreditation for ten years (the maximum period allowable). Recent 
stories in the local media reflect the positive perception of First Pick's new 
Chancellor and the job he has done in managing the leadership of the 
college. A survey of the college's administration, faculty, staff, and 
students showed that all groups within the college gave highly positive 
ratings of the current Governing Board. ...Implications for First Pick: -
Positive aspects of the new Board and First Pick's governance strengths 
can now be emphasized as well as the College's continuing quality 
programs and high involvement in the ... community. 

As well as the board. 

First Pick Board Chairman...said Ponweek's first year performance 
surprised people, including some board members and observers of the 
college. 'I think he proceeded at an excellent pace...Overall, I'm very 
pleased with the way he has grabbed hold of a difficult situation and 
worked to move the college forward (Perennial). 

The approval for Ponweek also seems high from the faculty sector, 

I'm impressed with this man,' said Bob Camprange, a First Pick 
Community College Faculty Senate representative "He walked into a 
helluva mess. There was a lot of pressure on him and he held up. I think 
many people would have crumbled under all the pressure (Civilian, 
5/28/91). 

[First Pick Faculty]... gave high marks both to Ponweek and the 
board...'He's a humanist, he's sincere. That's something I haven't seen 
here in the last seven years...He's established a much better 
communication with the faculty and staff than we've had before. What 
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people expect now Is that he will take advantage of that communication 
and act on the advice that people give him (5/28/91). 

However, dissatisfaction from personnel is evident once again at First Pick 

for a number of reasons, "Faculty Senate Representative Camprange...said that 

the relationship between management, board and employees needs 

improvement" (5/28/91). 

Soon, however, Ponweek's leadership style begins to indicate a pattern of 

attention to external relationships and less attention to internal relationships 

guided by those espoused values of inclusion and participatory management. In 

the same meeting where the Board gives Ponweek a $15,000 raise, faculty 

protest their own salary increases as insufficient. 

First Pick board has praise for Ponweek after 1 year, raises pay to 
$135.000....He will receive $135,000 in compensation, which includes 
housing and transportation allowances. His total package last year was 
more than $120,000...However the board heard plenty from faculty and 
classified employees unhappy about their projected raises. ...Assistant 
vice chancellor for finances earlier said that 899 full-time employees would 
get a 3 percent raise or 1 percent less than last year. Secretary Hannah 
Manuel stood behind the podium, slipped on her pink glasses and read a 
colleague's letter,' We are again forced to accept policy language and 
procedures that are unjust, and to work for inadequate wages and 
benefits,' she read and expressed dissatisfaction with the salary 
negotiation process (Perennial, 5/28/91). 

Some faculty interviewed felt their low salaries were an overall indication of 

apathy towards education. 

We keep talking about how important education is. My salary has 
declined every year for the past thirty years. If inflation goes up three per 
cent, I get a two per cent raise. If inflation goes up six per cent, I get a 
four percent raise. So, for thirty years, if you count the actual equivalent 
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real money that teachers are getting, I'm getting less. Our culture is 
paying me less. Our culture feels that what we have to offer is 
progressively...they care less and less, progressively about us, speaking in 
economic terms (Interview). 

Other faculty also found the economic conditions contrary to the notions of 

community. 

The...main thing I would say is that if you want to be a community, there 
has to be some sharing of power. And there was a recent statement, in 
salary negotiations, that the administration's positions were not 
negotiable. That they would inform us as to what raises were going to 
be. We used to have a union here. We still have the organization, but 
there's no actual power. You know unions have declined in power across 
the country. And particularly, I mean, the arch specific example here, I 
feel the union has essentially no power... Well, there use to be an actual 
unit, the AFT, The American Federation of Teachers. Now they've 
disbanded. Now the NEA, they still have a group here, but I find it to be 
MUCH less focused or powerful or active. So, I think that basically, they 
tell the Administration what they want. They more or less appeal or plead, 
but there is no structural power... (Interview). 

Part-time or associate faculty also seek some sort of amelioration to their 

situations, 

Part-time teachers at First Pick Community College are organizing to lobby 
for better treatment, including higher pay. 

The newly formed Associate Faculty Organization will study overall 
working conditions for part-time instructors, including pay inequity, a 
group member said yesterday. 

We are grossly underpaid and we think it's the part-time system 
that's created the problem...we want to reverse that...Part timers who 
teach roughly half the courses First Pick offers earn $1,155 per class each 
semester, [one member] who has been teaching literature and 
composition at First Pick for seven years, said the opportunity for 
advancement to full-time status is slim. 

[Another] writing instructor said many of First Pick's roughly 1.200 
part-time teachers are angry. 1 think the general consensus is that we are 
not accorded the same kind of treatment as full-time teachers.' In 
addition, he said, part-time teachers lack seniority, adequate office space 



519 

and a voice in the decision-making process even though they carry a large 
portion of the teaching load (Perennial, 10/9/91). 

In response to the lobby by Adjunct faculty Ponweek reiterates what he said to 

the newspapers six months previously; his goals are to establish a program for 

the professional development of faculty members, including part-time associate 

faculty. His attention to the matter, however, will proceed according to his own 

timetable, which moves slowly, 

Ponweek says the program aims to improve various aspects related to 
part-time faculty members, including pay. He said the First Pick Board of 
Governors may consider the program next spring. 'We're going to take a 
careful look at the issue of associate faculty,' he said, 'I will not rush it up 
because of this initiative, or slow it down (10/9/91). 

Another of Ponweek's expressed goals as new Chancellor is to streamline 

administration. Consequently some of Ponweek's first executive decisions relate 

to the loss of jobs. Again, in this instance, he does not tend to affective, 

qualitative issues, 

Gabriel Country, a First Pick student representative, said Ponweek 
'brought in a lot of new life' to the college. 'In the beginning there weren't 
a lot of positive feelings because some people lost their jobs (Crane 
Press). 

Ponweek began his task at First Pick...by trimming the administration. He 
eliminated six top positions that he estimated saved the college in excess 
of $250,000 the first year. He also permanently filled 39 temporary 
positions... (newspaper quote 5/28/91). 

Ponweek said he wanted to "decentralize and place decision-making back to the 

nearest point closest to where the decisions would have effects" (Civilian). 

However, Ponweek's tactics in executing these changes further erodes faculty 
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confidence in his administrative style. 

The perception of Ponweek as leader is changing as the crisis of the 

probation is fading. The expectations of many faculty are disappointed as they 

see Ponweek's implementations taking effect. In May of 1993, approximately 

three years after Ponweek is hired, and two years since First Pick is off of 

probation, the local newspapers report that First Pick Community College is 

facing a "power struggle", with faculty members considering a "no confidence" 

vote for Chancellor Ponweek and some top administrators. The reason behind 

the plummeting confidence is Ponweek's reorganization of academic departments 

without faculty input. 

There's a power struggle brewing at First Pick Community College, pitting 
the faculty against the administration. And it's so intense that First Pick's 
Faculty Council has discussed whether to take a "no confidence" vote on 
college Chancellor Whalen Ponweek and other administrators. The 
Faculty Council has also discussed staging a protest at the college's 
graduation ceremony on Wednesday, said its chairwoman, Hayley Woods. 
The dispute concerns a plan, scheduled to go into effect this fall that was 
drafted by First Pick's administration with little input from the teaching 
ranks, the faculty leader said. The plan calls for the elimination of 51 of 
the college's 75 department chairman positions, and also states that 
department chairmen will be appointed by the administration. "In most of 
First Pick's history, a departmental chair has been chosen by the faculty of 
their department. Now that the administration has said it will determine 
department chairs, the perception of the faculty is that the autonomy of 
departments is being taken away by the administration' said Woods 
(Civilian, 5/7/1993). 

Woods said that the administration has also regrouped departments to do 
away with some that are composed of one faculty member who also 
serves as chairman. In effect First Pick's administration-led by Ponweek-
is dictating how the college will run and giving faculty no official say in the 
matter, she said. The reorganization plan was never presented to the 
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First Pick Faculty Council for review or input...Petitions asking that the 
administration hold off on the plan in order to get faculty input have been 
circulated at First Pick's Best, Daybreak and Central campuses, she 
added. The faculty group also has drafted a letter to the First Pick Board 
of Governors, suggesting that the program be postponed for six months to 
a year. 

The faculty is not unaware of First Picks history and how this struggle might look 

to the NCA, "Faculty members are also concerned that the dissension may 

jeopardize the college's national accreditation from the North Central Association, 

whose representatives are due to visit First Pick in the coming year" (ibid). 

Further explanation given by Administration is divisive and almost ensures 

negative perceptions and feelings will arise among faculty and various college 

constituencies; that the reorganizing is under the mandate of Affirmative Action 

goals. 

But Joyce Pierce, Vice-Chancellor, said the change in the way department 
chairmen are chosen originated with recommendations from the 
Department Chair Research project. The project included teams of faculty 
members, deans and provosts who traveled to community colleges 
throughout the country to compare how department chairs are chosen, 
she said. Team members recommended that First Pick department chairs 
be chosen through a competitive process in which interested faculty 
members submit qualifications, are reviewed by committees and are 
ultimately appointed by the administration. Pierce said. "The important 
thing about this change is it will address affirmative action, and EEO 
(equal employment opportunity) guidelines that address issues of gender 
and ethnicity. Pierce said a meeting with Ponweek and faculty 
representatives was scheduled for noon today to discuss the plan. 

Ponweek's reply illustrates that he believes his role and authority enables him to 

proceed with strategies regardless of whether they are unpopular with the 

constituency, and it somewhat contradicts "hnaking decisions to the point closest 
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to where the decisions would have effect." Ponweek ultimately increased the 

number of full-time faculty and reduces the number of heads of departments 

from 96 down to 42. The newspaper recounts what is, in effect, Ponweek's show 

of his own authoritative hand when he responds, ""he [Ponweek] smiles 

impishly ...'of course... I don't have much skin left on my back.'" (Perennial, 

1995). 

Obviously there are problems with a system built specifically for the 

purpose of inclusion that ultimately alienates people. There are circumstances 

and events that contradict the ostensible desire for organizational inclusion. For 

example, when surveys responses and solicitation from its personnel state 

emphatically that the college is failing in these efforts and it is not, in fact, 

participatory or democratic. College governance does not fully report or respond 

to these findings. 

It is also clear that, while college leaders state a desire for inclusion, 

oftentimes they only include those who understand the agenda of the college up 

to this point, and all that is at stake. Hence, those individual who are invited to 

participate have often already played a part in some form of institutional 

planning. 

In Fall 1993, an NCA Evaluation Visit Resource Team was appointed, 
consisting of more than 100 College personnel, students and community 
representatives. Members were chosen because they worked on a project 
related to the Institutional Effectiveness Program, participated in earlier 
self-studies, or held key positions in the College. They did not meet as a 
committee, but were asked to serve as resources. 
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Lived Experience 

Several themes emerged from the interviews inquiring into the lived 

experience of my respondents at First Pick for this phase of analysis. The college 

constituents I interviewed did not express feelings of inclusion, but for the most 

part, feelings of alienation and disjuncture. Most college reports that boast 

inclusion are Ad hoc entities such as charettes, committees and task forces that 

are not built into institutional structure or into the infrastructure of institutional 

practices and processes. In addition, the market-model language and actualities 

introduced by Ponweek and Strategic Planning do not find total agreement within 

faculty ranks or with support personnel. On the contrary, many faculty spoke 

long and passionately against the market model as antithetical to education, to 

their perception of themselves as teachers and educators and ultimately to the 

mission of the institution. 

Inclusion, particioatorv governance and communitv 

[MJ- Do you feel, with other faculty, with your colleagues, do you feel that 
you work within a community? Is there a value of inclusion and 
community?] 

Well, that was an ideal at the beginning. And in my opinion, it 
steadily shrank. So, I see, I mean this is something that all institutions 
SAY. Can you imagine some one saying we're NOT going to have 
community? It sounds nice. However, size is a factor. We're ten times 
bigger than we were thirty years ago. The larger the size of the group, 
inevitably, the less close interpersonal action." (Interview) 

"Well [it] was here when we started out and I think we've been fighting to 
hold on to it but I don't see where ...well what it comes down to here is 
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that participatory democracy, management by consensus, those are not 
formula that our leadership freely endorses. Not at the hierarchical level 
from campus to campus. Not campus to campus. The Chancellor can say 
anything he wants because he is there; he controls that campus, the 
District Office, 250 percent. When it comes down to other campuses, it 
comes down through his cabinet of campus presidents and administrators, 
and Deans, he controls them. They come down with a heavy hand. (He 
slams his fist on his desk). It's like the Mafia, the hierarchical system of 
trickle down 'Well deal with him, speak to him firmly', (he makes noises 
and motions like shooting a machine gun) 
" 777-777-7771 'Get his family! Bring back results!' 
(he makes a motion as if the throat is cut and your head being placed on 

a platter). [MJ- The head on a platter huh?] 
So I mean, its interpreted... the further down you go, the heavier it is. 
Until you get to the department level, the division level. The Dean has to 
have consensus on the divisional areas in order to do something, so 
they're a little more kindly, a little more benevolent, below mid-
management." (Interview) 

Often, the discussion centered on the style of Administrators who did not 

include others in decision-making, so rather than feeling included, the expressed 

feelings were of being left in the dark. 

The Administration. The higher ups... I don't want to just say THE 
Administration, because I do know some of the people in the lower levels 
of the Administration, but it seems to be all coming from on high now. 
There are like multiple layers, see, and they're almost impenetrable. We 
may be able to find out what the Administrator at the bottom said or 
thought, but what we hear over and over again, is This is just handed 
down'. This comes from higher up'. It's from on high. And then you say' 
Well, who...up there? Which? Was it this Vice-President or this...?' And it's 
impenetrable (Interview). 

Or it simply comes down to an environment that does not allow time for 

participation and inclusion, 

(shaking his head)...Well, on a personal level, probably you can meet the 
Chancellor and he can be very cordial, but then a deadline is due, and 
that has to be done, so it doesn't matter. There's a tighter turn around 
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that won't allow consensus. You don't have enough time to produce 
consensus or the decisions and the outcomes for quality. And many of 
our administrators at that top level feel as though we have done a lot of 
talking. We talked ourselves through the seventies; we talked ourselves 
through the eighties, now its time to produce. Its producing that's what 
it's about. It's about FTSE. It's about student enrollment numbers 
increasing so that we get more money. Federal and state monies... 
(Interview). 

I'm not bitter about the administration, it's just that if you ask me, do I 
have any power to send messages up the ladder that will actually bring 
results back, no... that I do not experience. I like my Dean. I get along 
with him. I don't even KNOW the higher ups well. But community, 
inclusion, participation? No, I do not think there is really very much... 
(Interview). 

Market model of educational institution: 

I find, in fact you see, they gave up even educational RHETORIC...years 
ago the Administrators started calling this a company and talking about 
business and customer satisfaction. They began to use the vocabulary of 
business. You could see that these were people who thought of this as a 
business. If you said to them, there might be educational needs that are 
so important that it might be better to not have maximum dollar economy 
here, that it might be better to spend some extra dollars in order to have 
this EDUCATIONAL benefit, essentially, you'd get a deaf ear. 'How can we 
run it efficiently? How can we prove to the taxpayers that they are 
getting the most for their dollars?' Well, in a business sense, most 
[dollars] might not match in an educational sense AT ALL! So essentially I 
feel that what we have here is a bunch of businessmen who are called 
educators, and they understand dollars and cents and I do not feel that 
most of them are very concerned with educational issues. I think their 
concern is financial. So my attitude is, I don't have much to say to people 
like that. .. I don't disagree with them. There are dollars and cents. I 
mean everything has to get paid for- No argument. But they don't seem 
to share the same importance on the educational side of it, which includes 
me and all the other teachers I know... All I'm saying is that the educator, 
the teacher, might have very different priorities, values and philosophies 
than someone whose only concern is money. And money seems to run, 
to make the decisions around this place. I see our administrators as 
businessmen and they even talk of themselves that way. I don't have 
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conflict with them, but neither can I, nor do I see how a meaningful 
dialogue is possible if I say learning and they say dollars... (Interview). 

But the powers that be have the mind-set that, 'o.k. we want to make our 
students our customers.' Versus our students are really our 
clients...because there's a difference! Because if I'm your customer... I 
remember a student actually coming in and saying, 'I'm paying that 
teachers salary.' I said 'No you're not. All you're doing with your tuition is 
paying maybe 25% -28% of what your education actually costs. The 
taxpayers are picking up this part...So I think what's happened is that the 
one-stop shopping model... it's just the idea that students have to see 
more into the process other than the fact that, "o.k., if I plop down my 
money that entitles me to a grade." [ MJ-You said there's a difference 
between clients and customers. What is it?] 
Well, from a customer's perspective, you give a customer what he wants, 

a client, you give the person what they're going to need (Interview). 
Higher education institutions are moving... especially community colleges, 
who respond more to the changes in the times, more so than the 
Universities... We're changing with the times as seeing students as 
"clients", so we need to be able to satisfy the needs of the clients. In 
terms of that...the organization is looked at as a business. Of course, 
there is a negative, down side to that, in terms of then we have to be on 
the look-out, and not forget about the whole ideal of a well-rounded, 
educated person... In my view, I think the market driven approach of 
Community Colleges is good as long as we don't forget about the original 
question of why I'm attending a community college. I'm attending a 
community college to have a career in my life, but also to be a different 
person. To be a person who will be useful to their society. Or just to be a 
better person to myself, just to be satisfied with myself. So it cannot be 
all the time a market -driven thing. Again, First Pick is going through the 
market-driven approach now because we have new leadership and he is 
telling us to do that (Interview). 

I think the Administrators think pretty much like... this is a college where 
we crank out students, who pay tuition. We make so much money. They 
seem to be concerned with the utilities of the organization, the nuts and 
bolts. They want to keep it running like a good factory. They seem to see 
it as an education factory. Now, thirty years ago, they DIDNT talk like 
this! Thirty years ago, they talked like I talk. As human beings. Human 
beings talking to each other and teaching each other. That's how they 
talked when I came here... [Now it's]...the business model, the philosophy 
is capitalism and consumer service. They think of a student as a 



527 

consumer. They call it that- they don't disguise this! They call the 
students 'our customers' (Interview). 

[MJ- So, if this institution has a culture, how would you describe it?] 

...As another teacher says over and over again, money drives this 
institution, how all decisions are made. How common is that in our 
culture? People talk about educational philosophy and theory, and then all 
decisions are made based on money. So I feel that it's driven by FTSE-full 
time student equivalency (Interview). 

I think I just did describe it... Money and business. They speak of 
products, educational products. We're selling an educational product, 
they consume It. The only issues you have to deal with, are, is the room 
there, is there an instructor? By the way, I have heard Administrators say 
that teachers should be phased out; Video tapes and computerized videos 
of teachers talking. After all, if you can videotape a teacher giving a 
lecture, and present that on a hundred videos to a hundred classes, 
you've just multiplied your number of consumers by one hundred. And 
you get a hundred times the dollars. This teacher may even be dead, it 
doesn't matter! You could tape as many teachers as you wanted, giving 
as many lectures as you wanted. But if you were to say to them 'a LIVE 
teacher talking to actual humans is important, as you know, there are 
some business men who would say 'why?' A computer screen or a 
monitor presents the "product", the product is a lecture. If a video tape 
can present that lecture, why shouldn't we put a hundred of them out 
there, to feed a hundred times as many consumers and make a hundred 
times as much money? ...Our culture in general, speaking of our culture as 
a whole, I think our administrative culture reflects the American culture. 
Computers are great, TV's screens are great, TV and computers are 
great. Money, TV and computers... I think that's their value system, 
money and technology. All you hear our Administrators talking about is 
technology. How wonderful technology is! Most teachers I talk to don't 
agree. I mean, sure, computers can be very useful for information 
gathering. They do have classes at First Pick College where you never see 
a teacher. They are television classes where you look at a teacher on a 
television, you take tests, you mail them into the teacher, you get a 
grade. Maybe you see the teacher once (Interview). 

One individual reflected on conceptualizing education purely as an outcome 

belies the affective aspect that is crucial to any kind of genuine exchange. 
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... it's not a measurable product, you see? They want to define things as 
businessmen do. Bowling balls are measurable. So we sold a hundred 
bowling balls at ten dollars apiece. Measurable and calculable. My values 
are not measurable and not calculable. And the only thing I'm saying is 
that I don't encounter many administrators who even bother to talk in this 
older language about meaningful human contact! Now they pay lip 
service to it. They're certainly not against it. If you said 'I'm FOR 
meaningful human contact', they'd say 'great oh great!' But in the 
practical decisions that are made, it doesn't seem that way...and I'm not 
speaking just for myself, but I'm thinking of all the teachers that I've 
talked to, [that say] that people are leaving First Pick College because the 
Administrators aren't caring about them...is essentially what you're 
hearing me saying. Except I'm not leaving... It's sad! But they still do 
provide me with a classroom, there still are students. See, since I'm into 
human interaction, as long as there are humans to interact with, 
essentially I'm...well I don't want to say happy because I'm NOT happy 
about this business model. I don't think education is a business. I think 
it's much more than that. But that's how they're conceptualizing it. It's 
how they're conceiving it, [but] I can't seem to (Interview). 

In the context of an environmental scan, the Strategic Plan of 1992 

acknowledges that growth dictates the much of the management of the college. 

Through an ongoing analysis of the external environment, the College has 
identified the following factors and trends to have a major influence on 
future conditions. 
Enrollment Growth. Space Constraints: First Pick Community College 
enrollments have been growing at historically high rates since 1985. The 
current rate of 6% FTSE growth doubles at the College ever/ 2 
years...Enrollment growth is correlated to 
1) health of the local economy 2) employment patterns in the 

community, 3) the university undergraduate policies and 4) social 
demographics 
Implications for First Pick: Issues related to enrollment growth and growth 
management dominates the planning agenda for the college. Enrollment 
management involves strategies for cost-effectively matching increasing 
and decreasing student demand with College resources and space 
utilization. Especially in the face of flat or declining revenues, the College 
must address growth while focusing on its primary mission objectives. 
Increasingly, there is a need to plan for growth in student enrollments, 
including the need for new facilities and space utilization (p.6). 
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This is problematic for many of those I interviewed because of the attendant 

problems that are again, contrary to the notion of community such as 

depersonalization, and the toll taken on human resources, 

I'm afraid what I see is an EVER increasing emphasis on numbers. 
McDonalds worries about how many hamburgers per day, and we seem 
increasingly to be concerned for the Legislature, for the community, for 
whatever, with what we call FTSE. Do you know that term? [MJ- Yes. Full 
time student equivalency.] 

There you go. FTSE is the magic word! And what I have seen is 
an attempt, I would almost say, 'FTSE at all costs.' Yes...I can't fathom 
that students don't feel the move toward numbers, toward impersonality... 
(Interview). 

Grow or else. So the dollars and cents all come down to FTSE, all come 
down to larger enrollment numbers, bigger, fuller classes. Ail that comes 
into new dynamics, which really do influence how well that you're able to 
manage. Although we get more evaluations, more assessments that have 
to be completed than ever before, it's to rationalize the fact that we are 
doing a good job, even though they are pushing us to open up classes at 
night, days, extended classes, Christmas, Saturday, anyplace, anywhere, 
anytime. Open it up. Do it. It's a one-stop shop (Interview). 

First Pick faculty also fee! several different constraints due to the college's 

intense focus on growth. Many individuals spoke to their perception that the 

administration was not really responding to their needs aligned with increasing 

enrollments and space. 

When they built this building, we had two computer classrooms that we 
were filling to the brim. And they asked us for input. We said that we 
needed three. Guess what we got? ONE! So did they take our input? No. 
O.K...Well, so it comes to cramming. We had enough classes to generate 
at least two (Interview). 

So you see we are simply TOLD. We are told how many rooms we have. 
If we say, 'no, but we need four rooms, they'll say, sorry you get three.' 
So we may have to drop courses. It's just that we're always TOLD what 
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will be done... And when we say 'But we NEED this or we need that', they 
say 'Sorry, this is what you're going to get.' There isn't much dialogue. 
Well, there may be dialogue in the sense of talking, but dialogue where 
we can say this is what we need and they are open and say 'oh, yes! We 
understand and will get that for you.' That seems to almost never happen. 
I practically want to say NEVER, rather than almost never, it's so rare. 
That never is closer than almost never (Interview). 

The growth of FTSE also impacts consideration of caring for the benefit of the 

students and their educational experience, 

...so we essentially say, 'if someone's breathing and they've got some 
money, we're going to take them.' Right? And I talked about this with 
the reading people. We should, at some point, say, 'there's a baseline 
standard here that says if you aren't reading at say, at least the fourth 
grade level or at least the sixth grade level...although First Pick has now 
picked it up through Community Campus,...that maybe Adult Basic 
Education would be at least a place for you to start...what is the service to 
someone to say 'Come on in-we'll get you set up here. We'll sign you up 
for a reading class.' But then we'll also sign you up for a psychology class 
that's got a readability index of 14 in the textbook, and here's someone 
reading at the fourth grade level? That's just a for instance. But I say, on 
the surface it appears that we want to be open and helpful, but we should 
carry through on that (Interview). 

...and let me give you at least one example. 80% as I understand it, of 
First Pick College students enroll by phone...80%! Now what that means 
is that those eighty percent effectively enroll with minimal or no advising. 
And we see so many times in which students don't read the schedule well, 
they don't know what they're getting into; they don't know what the 
requirements are. There are SO MANY WAYS that could go awry! My 
perception is that the major thrust..is, if you can make it as easy as you 
can; the phone enrollment, going out to the malls and catching people as 
they come by! That you will reduce the cost of enrolling at First Pick 
College so that more people will enroll. Now, to me, logically, if you're 
going to throw such a wide net, then you should put concerted resources 
into sorting out the halibut... you know? The various skill levels and 
where students are coming from. I just don't think we've done an 
adequate job. And this is a perfect example... (waves his arm around the 
room we are sitting in- a lab) This format, which is called "Self-Paced" or 
Independent study. It is phenomenal for some students! Students who 
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work and need the flexibility. Good students from the University who have 
to take a lower division class. Phenomenal! But who gets In here? A lot of 
those people who were "caught" someplace. And they want a class, and 
they don't know what kind of class. And they don't know really what self-
paced means and what is required. And here they are (Interview). 

For instance we have an Administrator who's very hot on the University of 
Phoenix (a large private university specializing in graduate education for 
working adults.) So she thinks that, even though they're dealing with 
graduate students, and students who have had some college...that an 
eight week format is a good one. And that students will really prefer eight 
to sixteen weeks. Well, it probably is a good one for MBA's. Maybe. But 
I've got students who cannot read at the college level! 20% of our 
students presumably can't read at the 7th grade level. How are we going 
to do College History and College Economics and so forth if they can't 
read? So, well....yeah... (long silence) (Interview). 

But consideration of numbers also falls into the equation, not only with 

increasing FTSE, but in terms of pre-determined class size. 

Sometimes, we feel that a certain class is important, that it should be 
presented even if it has a low enrollment. And many of the administrators 
have said 'the number for enrollment is 18. If it's less than 18, the class 
won't make it.' And what are you going to say to someone like that? All 
you've got is a number... (Interview). 

And although it is more than likely budget driven, the pursuit to grow is often 

laid at the door of administration, 

[MJ- And all of this innovation in terms of the FTSE, who drives that?"] 
"In the main its the Administration. I guess the Board always looks better 
when more of the community can be included, but I think it's got to be 
the Administration that's saying, 'Well, let's try this'(Interview). 

There is the perception that the push for growth and FTSE is at the cost of 

faculty as "finite resources" and that their efforts go unappreciated. 

And the sad part about it also is that their perception is' If enrollment 
grows, it's because it's how much more we've pushed on the faculty. 



532 

Pushed the faculty. Now, also they have a concept...Now see I served as 
an administrator. And I've served as a faculty. The concept among the 
administrators is that the faculty don't really work hard here. They just 
come and teach their classes and then go home. But you know I can tell 
you that I've actually spent more hours at the college as a faculty member 
than when I was an Administrator. [MJ- With class preparation?] 

Well, yeah and as an Administrator I can come in at 8:15 and I can 
leave at 4:45. Now there were crunch times when I would have to come 
in maybe early in the morning and stay late at night during some crunch 
times, to get some things done. As a faculty my average schedule is that 
I'm here before 7 am and many times I don't get home until after 
7:30pm. So now, what happens on a Friday is that I might only spend half 
a day here. Now an administrator, who comes in at quarter after 8 and 
leaves at fifteen to five, comes and looks over at my office on Friday 
afternoon... and says 'Faculty don't have anything, or ENOUGH to do 
here'. Not realizing that I've been here from 7 to 7:30, twelve hours a 
day, four days a week. Then I'm only here a couple of hours on Friday, 
and then, yeah, I'm gone (Interview). 

[MJ- One of the things I look at is an analogy of an ecosystem. I look at 
the individuals as the resources. So, what do you do when youYe 
depleted?] 
Well, sometimes you go into corners. Sometimes you refuse to do it. 
Most of the times, most of those projects like that sort of fall by the 
wayside. Because they're just irrelevant. At one time I tried to draw a 
picture to the administration. I tried to show them what they were doing. 
I said, 'If you could just imagine that you've got this donkey. And you've 
just got him SO loaded down with all of kinds of things, just got him 
loaded down. And here you are a measly administrator and all you're 
carrying is a little book. And you decide you're too tired to carry that 
book, so you put it on the donkey. And then all of a sudden that donkey 
goes CRASH; because that was the straw that broke it's back. 
[MJ- And how did they receive that?] "I don't know. I don't think they 
fully comprehend. When you say things like that they just say that 'Well, 
you're just unsatisfied. You're just a griping individual.' But it's so typical 
of what has happened throughout... (Interview). 

I think the students give you a lot of appreciation. I think you get a lot of 
appreciation and a lot of satisfaction from the students. That's where you 
get it. You don't get it from the administration. By any means. 
[MJ- How often do they say 'thank you?] 
Well, never. I don't think they've ever said thank you. And you know we 
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do these evaluations, and evaluations come back very high. And I don't 
think they even bother to read them. A lot of times you read on the back 
what the students say, and they say 'he's really a great teacher, and 
everybody should take this teacher'. I don't think they even bother to read 
that. 
[MJ- And then to somehow reward you?] 
Well, you don't necessarily look for a reward. I think it would be good for 

them to come up once and awhile and say 'You know, we really heard 
that you're doing a great job here. We sure appreciate that. But you 
know you never hear that. That's not their style (Interview). 

Returning to the Institution's Voice 

Organizational Diversity 

Organizational assessment becomes a key axiom introduced by Strategic 

Planning, 

A major part of the strategic planning process is the organizational 
assessment; a comprehensive evaluation of the college's performance in 
light of its mission. Components of this assessment include the self-study, 
accreditation team recommendations, program review, employee 
evaluations, and institutional research reports (1992 Strategic Plan). 

Issues of accountability are another instance where Strategic Planning 

increasingly dictates the shape and content of First Pick, 

...With increasing emphasis on institutional and student outcomes 
assessment from the NCA and accountability from state and local 
governing bodies. First Pick Community College needs to complete its 
development of comprehensive program review and student outcomes 
measures (1992 Strategic Plan, p.ll). 

and consequently, the Program and Services Reviews and faculty evaluations 

become endemic, 
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By January 1992, the College expects to Institutionalize a comprehensive 
program review process designed to enhance the efficient and effective 
delivery of educational programs and services. 

Central to the implementation of program review is the integration 
of these models with other key components of the institutional 
effectiveness process, e.g. strategic planning, outcomes assessment, 
budgeting, faculty, staff, and administrative evaluation, and facilities and 
information services planning....it will focus on the integration of program 
reviews into a comprehensive institutional effectiveness model (1992 
Strategic Plan, p.14). 

The institutional documents forming the 1994 Institutional Effectiveness 

Series are significant for what they reveal about processes conceived to measure 

organizational accountability through assessment and evaluations. An 

institutional effectiveness policy was adopted by the First Pick Board of 

Governors on March 11, 1992, and assessment is still the primar/ tool used, "The 

College is committed to ensuring institutional effectiveness through continuous 

assessment and quality improvement" (p.l). 

The series begins with an open letter from the Office of the Vice 

Chancellor, Joyce Pierce. Initially the college community is addressed, 

To the first Pick Community College Community: 
Our Institutional Effectiveness Program does represent a timely 

response to the pressure of the recent past, and that is accomplishment 
enough. But it is even more timely, and significant, because it is our 
response to our community and our students. Together, we have 
fashioned a plan for the future, not an apology for the past. The program 
lays out a set of guidelines to make the most of what we have... 

She then addresses full-time faculty specifically, preparing them for the 

upcoming onslaught of evaluations, 

...As you know, the contents of the documents related to institutional 
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effectiveness were reviewed and ultimately approved by the NCA...These 
documents outline First Pick's significant initial efforts to respond to the 
increased mandates for accountability from the various external agencies 
to which we must respond. They also outline the role that faculty needs 
to play in assuring the quality of the College's educational programs and 
in the continued evolution of institutional effectiveness and student 
outcomes assessment. 

There are several methods involved in these assessments, including new 

instruments created, such as the Personnel Assessment of the College 

Environment (PACE) as well as other surveys designed by the college. Outside 

consultants are also used to carry out investigations, surveys and analysis. The 

Institutional Effectiveness documents do concede that personnel are their 

greatest resources. 

First Pick Community College acknowledges that the lifeblood of any 
educational institution is its personnel, who alone can provide services, 
conduct evaluations and planning, and carry out the improvements that 
define the character and quality of the institution. For these reasons 
employees in every classification undergo periodic evaluation as described 
in this section to help them achieve their full potential. The Board of 
Governors also plays a significant role in the life of the institution, and it, 
too, undergoes a periodic evaluation (p. 5). 

When devising the Institutional Effectiveness Series, the State Board of Directors 

of Community Colleges noted that most data could be retrieved from existing 

reports, without additional burdens on the institutions. 

As you prepare for these tasks, please consider the proposition that much 
of what needs to be done can be done by making use of existing data, 
reports and processes... We need to find ways to demonstrate genuine 
accountability on the part of [State] community college programs without 
imposing inappropriate uniformity or requiring unnecessary onerous 
reporting requirements. This will take responsibility and creativity. That 
is our challenge." (State Board of Directors of CC's) 
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Evaluation 

Just as In the link between community partnerships and resource 

development, it seems the College often has a habit of making issues of inclusion 

commensurate with fiscal realities and measurement. This confusion can also be 

seen in the Strategic Planning imperative for measuring and evaluating. The 

purpose of evaluation according to organizational theory is to examine for issues 

of efficiency and accountability. Yet, it has to be acknowledged that 

accountability and measurability can serve, not only notions of fairness and 

effectiveness, but can also be used as instruments of hierarchy and control. 

It is the NCA that suggests an evaluation system. It is interesting to note 

that First Pick College did not think to implement an evaluation for the Board of 

Governors or administrators without a spur from the NCA. This speaks to 

assumed notions that hierarchy and power can remain unquestioned in its 

actions. And because so many of the problems and concerns of the probation 

arose specifically from the actions of the Board of Governors, perhaps it is not 

surprising to find that, "The 1990 Evaluation visit Report observed that the 

College did not have "in place and fully operative", a program to evaluate 

"members of the Board of Governors or members of the administration..." (1994, 

NCA Focused Evaluation Report, p.5). First Pick admits that it wasn't until NCA 

prodding that it adopted such a system. 

Until 1991, the [First Pick] County Community College District lacked a 
system for evaluating its Board of Governors. NCA mandated annual 
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reports in 1991,1992, and 1993 necessitated an effective evaluation 
system that included a survey of College employee groups, students, and 
members of the external community. Experience with this new evaluation 
system clarified the elements of a continuing formal evaluation procedure 
(ibid). 

With the undertaking of the college's Institutional Effectiveness Program came a 

stipulation that the Board of Governors be formally evaluated once every five 

years. Aside from the NCA mandated evaluations conducted in the years found 

in the quote above, the College only held its own implemented evaluation of the 

Board of Governors in 1998. Meant to be an inclusive process, the response rate 

indicates that many constituents perhaps lacked faith in the evaluation's efficacy. 

Survey forms were sent to all board members and administrators and to 
random samples of faculty, staff, students and First Pick County residents. 
In 1993 forms were returned by 323 individuals, a 33% response 
rate....As in past board evaluations, survey responses, both quantitative 
and qualitative, will be summarized and analyzed by the Office of 
Institutional Research, and results will be reported to board members to 
guide them in maintaining board strengths and improving performance 
(1994, Institutional Effectiveness Series). 

The College demonstrates naivete in the Institutional Effectiveness Series when 

discussing Board of Governors and Employee evaluations, claiming 

The order of the process in this document is not intended to promote a 
hierarchical view of College personnel nor to imply that particular persons 
or groups make more important contributions to the College than others; 
rather is was selected because of the Chancellor's goals, once approved 
by the board, provide a common thread that is most easily followed 
through the administration into all segments of the College (1994:2). 

Of course it is hierarchical if the goals of a single person, or even a small entity 

set the agenda for all other personnel, as is the case of the Chancellor and the 
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Board of Governors of the College. It makes somewhat disingenuous their claim 

about planning, "College planning is ongoing and therefore has no real beginning 

or end...College planning is interactive among campuses and between campuses 

and the district. It is both bottom-up and top-down" (lEP, Series No. 3). 

Although the College claims the lack of evaluation as one of the reasons for the 

events leading up to the probation, and the Board of Governors thought to set 

into place a means to judge the newly hired Chancellor, they still managed to 

overlook installing a similar system to have themselves evaluated, 

Before 1990 there was no established procedure to evaluate the College's 
chief executive officer. This situation contributed to poor communication 
between past presidents and the Board of Governors and had more than a 
little to do with the blurring of roles that encouraged inappropriate board 
behavior resulting in the 1989 probation. One of the first actions of the 
reconstituted Board of governors, after hiring the present Chancellor, was 
to institute a method to evaluate the chief executive officer's effectiveness 
in providing leadership and implementing institutional policy (1994, 
Institutional Effectiveness Series). 

The College maintains that in the present context, evaluation is a means of 

communication and guidance, 

The current method of evaluation requires dialogue between the boards 
and the Chancellor concerning the direction of institutional development 
from year to year. It provides assurance not only that Board policy will be 
implemented and enforced, but also that the current needs of the 
institution are fully understood by those who make the policy. It 
establishes broad and timely institutional priorities that are then publicly 
proclaimed and built into daily operations through the goals of 
administrators on the campuses and in district central offices (Ibid, p.6). 

The Chancellor reports progress on these goals after six months and 
includes accomplishments related to the goals in a report on the state of 
the College at year's end...The goals initiated in this process are 
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distributed through the Chancellor's Cabinet to the rest of the 
organization. Each administrator, under the supervisor's direction, adopts 
all goals that apply to that particular office as the core of his or her own 
plan for the year, so that priorities established by the Chancellor are 
incorporated at every administrative level. 

This procedure seeks to provide objective grounds for measuring the 
Chancellor's effectiveness in providing leadership and implementing 
institutional policy. It has also served to Improve communications 
between the board and chief executive officer and to assist in achieving 
accountability throughout the College. 

The Chancellor's goals are produced through dialogue with College 
personnel followed by consultation with the board and are transmitted 
throughout the College through the administration. Applications of these 
goals, consequently, comprise a substantia! portion of each administrator's 
evaluation. 

A new system was designed to evaluate administrators in 1990. Initially, 

it featured evaluations by peer administrators and "individuals served". 

However, it was ultimately revised, eliminating peers and individuals served in 

the process, a critical aspect of voice eliminated, "The revised administrative 

evaluation process has the same purposes as the previous process...the chief 

difference is that the annual evaluation derives almost exclusively from 

attainment of goals developed through administrator/supervisor dialogue"( NCA 

Focused Evaluation Report 1994). 

A significant change in the method of evaluating administrators occurred 

in 1990. Before then, the evaluation system was based on a management-by-

objective approach called Planning, Management and Evaluation, which had 

fallen out of use. 

Administration Evaluation 1990-1993- A revised evaluation system was 
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developed by a committee of administrators, faculty and staff, joined by 
administrators from other educational institutions, assisted by an 
evaluation consultant. It was piloted in the spring of 1990 and 
implemented in the following fall.... The evaluation process consisted of 
two components 1) a supervisor's written report on the administrator's 
performance and 2) evaluations provided by the four groups, using rating 
scales a) the administrator being evaluated, b) the administrator's 
supervisor, c) other administrators at the same level, and d) persons for 
whom the administrator provided services. 

The rating form contained three major evaluation categories; 1) 
administrative capabilities, 2) communication/interpersonal relations, and 
3) leadership. Each category had ten to twelve items for evaluation and 
up to eight optional items in each category, selected by the administrator 
being reviewed. Ratings used a four-point scale and invited respondents 
to comment on the administrator's performance under each item on the 
form.... 

Early in 1993, a high-level administrative group met to review the 
evaluation procedures. They studied the distribution and tracking of the 
multiple evaluation forms for the forty-two administrators and held 
interviews with the Chancellor, other administrators, and the Institutional 
research Director and staff responsible for program management. 

Their findings showed that administrators rated high on the 4.o 
scale, suggesting-as many administrators had maintained- that 
experienced administrators were being evaluated through extensive, 
complex, and time-consuming procedures that outweighed the value of 
the predictable results. The Institutional research staff spent several 
months of each year administering the program at the expense of other 
research needs (Institutional Effectiveness Series 1994- Number 4 in 
Series- Administrators). 

The administrator evaluation system was streamlined to reduce the 

quantity and frequency of evaluation instruments distributed, collected and 

processed. The streamlined system was approved by the Chancellor's Cabinet in 

June 1993, "The format changed from multiple pages to a brief form focusing on 

leadership qualities and goals. 3) All administrators receive a cumulative review 

from their supervising administrators every three years which may be 
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supplemented with peer and/or reporting staff review." 

The college stated that Program and Service Review acted as "one of the 

keystones in the new Strategic Planning process." Yet it has a turbulent history. 

At the time of probation, the College had given three attempts, unsuccessfully, to 

Program Review, 

The 1990 [First Pick] Self-Study Report observed that the current effort 
was the third attempt to establish a college-wide program and service 
review process....However, like other improvement systems already 
described. Program and Service Review was a concern to the NCA Team 
because it was not fully operational at the time of the evaluation visit. 
The task force implemented a pilot review process for academic programs 
in 1991. Then, after producing forms, guidelines and timelines for full 
implementation in 1992, it disbanded (1994, Master Plan). 

Administration is eager to internally tailor faculty to the College's new image. Yet 

as the College reports on its efforts to groom its faculty for its participatory role, 

it is clear that much reorganization has occurred, perhaps without full faculty 

participation. 

The intent is to involve faculty in an academic leadership role by 
1994/1995 ...by then a majority of faculty will already have completed 
their first, most time-consuming experiences with program reviews, and 
the reorganization of departments will have been instituted, with newly 
selected chairs participating in professional development activities for their 
academic leadership roles (1994 NCA Focus Report, p.11). 

Continual assessment has begun to take its toll. Faculty interviewed do not 

necessarily perceive their own interests considered when it comes to carrying out 

the new demands. 

And then another thing- what they do is, they want to do a program, but 
they never want to provide the resources for the program. NEVER. They 
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want you to do..., for exannple, they'll say ok we're going to do another 
evaluation...They don't give ANY resources for that evaluation! You don't 
get new staff, new secretaries, you don't get anything. Just all of a 
sudden you get an assignment. You have GOT to do this particular thing! 
(Interview) 

Then we are papered to death, evaluated and formulated to death. 
(Waving forms from his desk) That's what happens. They give us the 
assessments, the requirements, the evaluations, and statisticians tell us 
pretty much where we should be, and then the division gets their orders 
and they bring them down to us in the departments and so and so on. 
Just by association of these, we must go in that direction (Interview). 

They consider THEIR jobs most important. That's number one. Number 
two they consider anything that's going to make them look better is the 
next most important thing. 
[MJ- When you say look better, what does that mean?] 
"That means if the Board wants enrollment to go up, they want 
enrollment to go up because it will make them look like they are doing 
their job. See? If the Board wants evaluation, they'll crank out a phony 
evaluation. Just so that they can say 'we are doing evaluation' (Interview). 

In a summary analysis, one institutional document reflect awareness of 

how the institution perceives itself, the Introduction states, "First Pick 

Community College, the 6*^ largest multi-campus community college in the 

nation, operates in a dynamic, rapidly changing environment. Positioning itself 

to respond to the forces of change, the College is charting a path towards the 

21®^ century" (Master Plan 1994-1999). 
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Remaining Categories of Thematic Diversity 

Philosophic Diversity 

Retrospectively, analyzing the Phase 4 institutional documents by thematic 

types of diversity during Ponweek's tenure, the Philosophic theme is not too 

perceptible. Of all the documents examined, only two held any indication of a 

philosophic tendency of the college to honor and acknowledge diversity as a 

value. 

In the first instance of Philosophic diversity is the First Pick Community 

College Master Plan 1994-1999 (published Fall 1994). It is a reiteration of the 

college's Strategic Academic Plan 

The Strategic Academic Planning Task Force undertook the first major 
examination of the College's current and future academic activities 
(including curriculum, instruction, and instructional support) since the 
establishment of the College. As the centerpiece of the College's new 
strategic traveling directions, this task force report prepares the college to 
undertake a major institution-wide process to focus and plan its academic 
future. 

The Task Force established the following five basic elements for 
this educational redesign. 

1) Commitment to teaching/Learning Values. The first element 
identifies and incorporates teaching/learning values including: (3 of 
5) 

• Value diversity and citizenship 
• Appreciation of different learning styles 
• Accessible education 

The second instance of Philosophic diversity is found perhaps ironically, in 

the document A Handbook for International Student (Best Campus 1994-

Student Development'). This is not a document written for any accrediting agency 
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or for any State authoritative agency. The target audience is not the general First 

Pick external or internal community either, but International students, meant to 

believe First Picks democratic stand, 

A cordial welcome to First Pick Community College. [These] four words... 
illustrate the purpose of the college: Heritage, Opportunity, Vision, 
Excellence. Heritage- ...The college embraces the multicultural and 
international student body as they enrich and strengthen the campus and 
the community. 

It goes on to mention environmental issues such as caring, but also incorporates 

the mandates of Strategic Planning, which are measurement and excellence, 

Opportunity: Faculty and staff are strongly committed to caring for the 
students... 
Vision: Because the student is the number one priority for the college, 
community partnerships are realized as vital to the student's growth and 
development. Institutional success is measured by student success... 
Excellence... 
Be a part of the multicultural fabric that makes First Pick Community 
College unique... (p.l) 

A second mention in the same document is found under the section, American 

Law & Culture describes the "Role of Men and Women- American was founded 

on the belief that all men and women were created equal....remember that 

American laws are based on freedom and Americans are free to become 

whatever they want" (p.8). 

Representational Diversitv 

In an analysis of Representational diversity for this phase, the first 

document under discussion is the First Pick Community College District Strategic 
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Plan- 1992-1997 (first written in June 1991/amended October 9,1991). At this 

point in tinne, it is unclear whether the use of demographics still speaks to the 

issues of equity. In the section on the Mission Indicators of Success, Strategic 

Planning dictates an "environmental scan" and the second charette conducts 

one, identifying certain trends that have "a major influence on future conditions" 

of the College. While promoting "Access and Equitable Opportunity" as still a 

desired goal, still pertaining to notions of equity and dismantling social-economic 

gate keeping, the document also discusses their number one concern as 

"enrollment growth and space constraints". The term "social demographics" is 

used to discuss growth, not mentioning the specificity of ethnic minorities. 

However, in striving to achieve access and equitable opportunity they must 

"Increase services enhancing multicultural and multiethnic sensitivity." In 

addition, in terms of transfer education, their goal is to "have the percentage of 

minority transfer students equal to that of the county population." (p.4) 

The Strategic plan discusses students from ethnic minority backgrounds, 

in terms of student outcomes, reporting quantitative information but also 

highlighting deficiencies, such as in "...The graduation rates for Hispanics (58%) 

and Native American (52%) were lower than the state average. Almost one-

fourth of [First Pick] students have not graduated from high school. Of these 

students, 38% are minorities..." And the discussion of women students is also 

within an associative context that depicts some form of disadvantage-
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[this State] ranks third nationally in divorce rate. Single parents head an 
estimated 27% of all [state] households. According to [Capital] 
Association of Governments, 37% of [the state's] 6-11 year olds are 
"latchkey" children. More women are seeking education to enter the job 
market or upgrade their job skills (p.6). 

Demographic information is also used to talk about the changing 

workforce and the changing demographics of our society, and the implications 

those changes have for First Pick College, 

Minoritv to Majority- By the year 2000, 42% of the workforce are 
estimated to be identified as minority persons. Just after the year 2000, 
minorities will become the majority in the Southwest under age 30 and 
will become the majority of the Southwest's total population shortly 
thereafter. Between 1980 and 1990, First Pick County's Hispanic 
population grew by 47%. In 1990, First Pick County had a higher 
proportion of minorities (31.8) than [Capital] County or the State. Over 
30% of students enrolled at [First Pick] are minorities. In 1999 Hispanic 
enrollments increased 14.3% over 1989. 

Implications for [First Pick]: Current emphasis on multicultural 
values need to be expanded. Programming to support minorities, such as 
English-as-a Second Language, diversity awareness, and supportive 
retention counseling may need additional emphasis. Employees of the 
College will benefit from continuing training in multicultural values and 
diversity concepts. 

The College develops the Strategic Traveling Directions (STDs) through 

the processes of the environmental scanning and the charrettes. These 

projections are then supposed to provide guidelines for the college in the future. 

In the Strategic Plan the college goes on to list a series of sixteen Strategic 

Traveling Directions. Of sixteen directions, three illustrate attention to 

representational diversity in First Pick students and personnel. In guideline 

Number 2, the first to mention representation, somewhat ambiguous language 
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is used so that makes it difficult to detect if they are, in fact, speaking of 

minorities and issues of equity; they obscure specifying whom they are referring 

to or what, specifically, their goals are, 

#2- In order to affirm the goals of equality of opportunity and to establish 
equity of services to students, the College will assess current practices in 
order to match educational programs and services to student 
demographics, enrollment and attendance patterns. 

The second guideline to mention representational diversity (Number 11) is used 

repeatedly throughout the entirety of Phase 4 in several documents, for 

essentially the same purpose, to show First Pick as an institution that seeks to 

achieve college to community representational parity, "Through the composition 

of its work force, the College will to the greatest extent possible reflect the 

diversity of the Community it serves" (#11, p.18). And the third traveling 

Direction (Number 12) uses euphemistic language for what is assumed to mean 

diversity issues, mentions representation and Affirmative Action rather obliquely 

as, "...the changing workforce, changing student populations and regulatory and 

legal issues..." (#12) maintaining that the college will, "...institute an integrated 

professional development program for all employees." 

In what is a momentous turn away from even representational diversity, 

the college claims in the 1989 Goals & Inventory assessment, that both external 

and internal constituencies are no longer interested in seeking remediation for 

past inequities on a national scale. Though if you examine the actual 

documents, it is only through interpreting survey results that this claim is made. 
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So the college imposes its own values when reporting the results of its 

constituency, "With the exception of disabled student-services, respondents to 

the survey placed more emphasis on the basic purposes of the institution rather 

than special groups or needs." 

During the second Strategic Planning charette, held in 1994, the results of 

those 1991 charette discussions compile into a series of documents called the 

Institutional Effectiveness Series, with eight comprehensive sections in the 

series. In the Introduction, the college details the process of data collection for 

the series, including how much of the analysis of faculty and/or students is based 

on characteristics that depict representational information. 

Faculty Characteristics...might include: full-time faculty distribution 
through...ethnicity/gender, (example: There is no black faculty member.) 
Student Characteristics: an analysis might include: access patters, impact 
of ethnic/gender/age distribution on the teaching/learning; gender/ethnic 
withdrawal patterns... gender and age pattern changes. 

Booklet Number 2 in the Institutional Effectiveness series also describes the 

process of developing the first college Mission Statement, written in 1990. This 

is the first Mission Statement the college was to ever create. It was one of the 

first institutional charges under the new Chancellor. The document demonstrates 

the assiduous attention given to ensure representational diversity, as well as a 

participatory process. 

Ten working committees and their chairs were carefully representative of 
gender, ethnicity, age, socioeconomic background, and the physically 
disabled. The 1990 review process resulted in a restatement of the 
mission that clarified the College's relationship to the community and 
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described fully and accurately the nature of its commitment to students 
and the public. 

The process of devising the Mission Statement helps the college clarify 

and articulate the mission itself, resulting in a series of action goals. At the time 

of publication, the Effectiveness Series also included any completed outcomes 

that had been achieved for each goal since the original draft. (See Table 9) 

Table 9. Mission Statement Goals and Outcomes 1992/1993 
Goals Outcomes 1992/1993 

Increase services 
enhancing multicultural 
and multiethnic 
sensitivity 

Summer Nursing Institute for under-prepared 
minority students. Designated $70,000 of 
initiative funds for grant projects to create 
greater minority access and achievement. 

College goal is to have 
the percentage of 
minority transfer 
students equal to that 
of county minority 
population. (32%) 

The percentage of [FP] minority students 
intending to transfer to a 4-year institution in 
Fall 1992 equaled the percentage of minorities 
attending [FP] (34%). 

Bilingual /multicultural 
diversity will be 
explicitly addressed in 
College Master plans. 

All College Master Plans have been reviewed. 
Bilingual and multicultural diversity has been 
explicitly addressed on each campus. 

Employees will show a 
greater understanding 
of First Pick mission, 
communications, 
decision-making and 
EEO/AA procedures. 

PACE survey in Spring 1992, employees rated a 
3.27 on a 5 point scale that the College's policies 
and procedures designed to promote ethnic and 
cultural diversity are actually followed. Of the 
responses to the 1993 Evaluation of College 
Administrators, 98% said that administrators 
actively support College Affirmative Action. 

Progress Toward parity 
within classifications of 
under represented 
groups among 
employees 

In all 8 EEO reporting categories. First Pick has 
met or exceeded parity for minorities. In 3 EEO 
reporting categories (Executive/Management, 
Adjunct Faculty, Skilled Crafts, Service and 
Maintenance), the College has not yet reached 
parity for women. Certain job groups within all 
categories still have an under representation of 
women and minorities. 
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The college duplicates these measures in the second volume of the 

Institutional Effectiveness series. They do expand on the information given, and 

for 1993 have additional outcomes, beyond those of 1992, listed above. (See 

Table 10) 

Table 10. Access and Equitable Qpportunitv 

Indicators Measure 
Criterion for 
Success Data Source 

Increase Numbers Fiscal 1993 will District Admin. For Minority 
service and types show an increase Education & Multidisciplinary 
enhancing of in the number Educational Services (MDES), 
multicultural services and variety of Campus MDES Directors. 
and provided. services provided 
multiethnic to students. 
sensitivity. 
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Table 10 continued 
Bilinaual and Mul cicultural 
Bilingual and Documented At least two College 
Multicultural curricular or courses and/or curriculum Board 
Diversity will be programmatic programs reports. 
explicitly involvements and modified or 
addressed in modifications that developed yearly. 
Master plan. specifically 

address diversity. Record in office of 
District 

Documented Administrator for 
initiative fund Minority 
proposals that No less than two Education and 
address bilingual proposals funded Multidisciplinary 
and multicultural per year. Educational 
diversity. Services. 

Implement staff Logs of training At least 4 training 
development workshops sessions at 
concerning developed or multiple college 
Bilingual and scheduled for sites with at least 
Multicultural "Communicating 10 participants 
Diversity. Across Cultures". attending each. 

Results on Ratings on 
Evaluation Forms seminar or 

workshops 
Scores on Valuing evaluations will 
Diversity be "satisfied" or 
Questionnaires. higher. 

Results of ratings Post-test results 
on Personnel will show a 
Assessment of statistically 
the College significant 
Environment increase in 
(PACE) survey. * sensitivity to 

cultural and 
sexual orientation 
or gender 
differences as 
compared to pre
test results. 



552 

The fourth document in the Institutional Effectiveness Series is Board and 

Employee Evaluations. As a point in discussing the importance of including the 

faculty and staff in the planning for the college, each year the Chancellor 

announces his goals for the upcoming year so that college personnel may act 

accordingly to incorporate these goals into their planning at whatever 

institutional level they might be. The document lists all of Chancellor Ponweek's 

goals for each year that he acts as CEO of First Pick. There are usually about six 

to eight per year and the goals do not change substantively from year to year. 

In the first year, 1990, the goals relating to Representational Diversity are, 

Goal #4- Improve Faculty and Staff Development and Training: the 
President will devise and implement a plan to develop the potential and 
opportunities of present and future faculty and staff members of First 
Pick. Included in that plan will be a provision for an aggressive plan of 
affirmative action. 

In 1991-192, Goal 2 is toto complete a Long Range Plan that will include 

Mission, Facilities, Curriculum, Finance, Computer Services, Human resources 

and Affirmative Action." Of the Chancellor's Goals for 1992/1993, Goal 5 is, 

"...to continue refinement of a long-range plan that will include Mission, Facilities, 

Curriculum, Student Development, Finance, Computer Services, Human 

resources and Affirmative Action." 

The Chancellor's Goals for 1993/1994 are also the same as the previous 

year with the addition of two new goals listed; one illustrates representational 

diversity, "Goal 8: To give leadership to the development of a plan to meet the 
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requirements set forth under the Americans with Disabilities Act." 

In the Handbook for International Students ("West Campus- Student 

Development) 1994. there are several examples of inclusion of cultures in 

discussing the "intercultural" environment a student could expect to encounter at 

First Pick College. 

By virtue of its mixed cultural heritage and its proximity to Mexico, the ... 
area is an intemational/intercultural community. The need for 
international/ intercultural education is recognized by the College and is 
embodied in the mission statement: The college will proactively value and 
reflect the bilingual and multicultural diversity of the larger community, 
enriching its students and the community by celebrating this pluralism. 
The goal of intemational/intercultural education is to provide local 
students and international students with basic information that allows 
them to function better within their own cultures and foster understanding 
and appreciation of other cultures (p.5). 

The document does go on to offer some "Interesting Numbers" 

For the school year 1993/94, the last period for which complete statistics 
are available, here are First Pick stats; 

Ethnic Composition of students: 
26% Hispanic 4% African American 
2% American Indian 3% Asian American 

Gender Composition of Students 
55% Women 45% Men 

In the 1994 Master Plan, First Pick College indicates how it will achieve its 

Strategic Traveling Directions plans (see Table 11). 
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Table 11. Focus: Educational Outcomes (FP=First Pick Community College) 
Problem/ Activities Measurable Resources 
Challenge Change Responsibility 
Opportunity 
FP commits to Official teaching- Establishment of Student, faculty 
values which learning values FP core teaching- and staff groups. 
foster the published. learning values Campus faculty-
teaching-learning Campus activities across the student events 
process: a) enhanced to curriculum. funded for faculty 
quality teaching develop time as 
of relevant multicultural Development of appropriate. 
content; b) an awareness and content 
excitement for value diversity in knowledge and 
learning; c) students and understanding of 
student & faculty employees in and diversity, 
growth and out of the citizenship, and 
maturity; d) high classroom. leadership. 
but realistic 
expectations for Development of 
student learning knowledge of 
and outcomes. different learning 

styles. 
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Table 12. Focus: Teaching and Learning 
8. The College 
commits to 
focused and 
organized 
developmental/ESL 
education 

Committee 
activities to study 
and recommend 
developmental/ESL 
philosophy and 
model 
Faculty Initiatives 
to develop 
integrated courses 
in basic skills/ESL 

Establishment of a 
College-wide plan 
for developmental 
education to 
include assessment, 
placement, course 
sequencing. 

Faculty time, 
Incentive funds 
for new course 
development. 

10. The College 
commits to the 
enhancement of 
the teaching and 
learning process 
through the 
integration of 
values, curriculum, 
instructional 
strategies, 
educational 
outcomes and 
professional 
development. 

In the local newspapers, it is announced that Ponweek will "keeps his promise", 

Ponweek keeps promise, will resign from First Pick in August of 1995-
Board members credit Ponweek with stabilizing the five-campus college 
system by improving its financial state, cutting costs and reorganizing 
campus operations and curriculum....His main contribution was taking a 
college that was in chaos and making it run well...he's restored a lot faith, 
not only on the local level, but on the national level as well....He certainly 
has accomplished everything we asked him to accomplish and frankly, 
more' said board President (Perennial, 9/16/94). 

The new Chancellor Jonathan Querran would succeed Ponweek in July, the 

summer of 1995. 
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Tenure of Chancellor Querran 1995-2002 

Phase 4 can be divided almost equally between the administrations of 

Ponweek (1990-1995) and Querran (1995-2002). While Ponweek was busy with 

the business of restoring credibility and moving First Pick Community College into 

the "educational marketplace", Querran has other challenges before him. Yet, 

for the first time in the history of First Pick College, the transition from one 

president to another is not marked with drama, board in-fighting or public 

scandal. In a local newspaper dated September 16, 1994, the headlines read, 

Chancellor Ponweek keeps promise, will resign from First Pick Community 
College in August of 1995- Ponweek's decision came as no surprise to 
governing board members, who said Ponweek was keeping to his May 
1990 commitment to work for the college for five years...Board members 
credit Ponweek with stabilizing the five-campus college system by 
improving its financial state, cutting costs and reorganizing campus 
operations and curriculum. 'His main contribution was taking a college 
that was in chaos and making it able to run...he restored a lot of faith, not 
only on the local level, but on the national level as well (Perennial). 

By most accounts, Ponweek's leadership saved the college... Ponweek 
taught us that there can be calmness and order in a big organization...that 
talking about problems is a way to solve problems. He created a new 
image for First Pick Community College of integrity...His work will never be 
erased (Perennial 6/15/95). 

John Querran is the new Chancellor selected to replace Ponweek. He 

came from northern California where he had served as Chancellor of a 

community college district. The current First Pick board president is quoted in 

local newspapers as saying, 

Querran's resume showed that his work in California coincided with the 
goals of First Pick. Querran's work included: improving outreach 



557 

educational programs and cooperative programs with business, 
encouraging diversity at the district's three college sites. 'He steered the 
[California] district through California's most difficult financial 
times...There were no layoffs, there were none of the financial 
hazards...because of his management (Perennial). 

I interviewed Chancellor Querran in his office. When I asked him about his first 

initiatives at First Pick, he said, 

Well, the first thing is to look and listen. I told folks that I would spend 
my first year looking and listening. I came with no preconceived agenda. 
How could I have an agenda? I didn't know the institution. So that's what 
I did (Interview). 

Querran, himself, characterized his style as very different from Ponweek's, 

[MJ- And what did you find as you looked and listened?] 
"That Ponweek's style was much different than mine. He was aloof, he 
brought structure, and he did not deal with educational issues. He was an 
external president, trying...he did a good job...trying to rebuild the 
college's reputation in the community, but did not deal with internal issues 
or educational issues. He didn't deal with integrity or quality, students or 
student success. He was basically political and external. He appointed 
someone to kind of actually run the college. Of course that was Vice-
Chancellor Joyce Pierce. She basically ran it, she was inside, she was like 
a Provost. She ran everything. Everything reported to her, finance, 
personnel, IT, Instruction. Basically the president's de facto reported to 
her, though officially to the Chancellor. 

So... and my style was different. He had a contentious relationship 
with the faculty over department chairs. For example, I think they voted 
"no confidence" in him once while he was here, over that issue. He was 
very well respected by the community, he was. And the college, he 
accomplished his goal, which was to "un-sully" the reputation of the 
college in relationship to the community, but internally it was still....but he 
brought structure! He had a certain element of fear that he brought, and 
respect. And there was no respect or civility prior to him, it was just 
chaos, so he brought...He was very hierarchical. 'I will not talk to you 
unless you go through the chain of command.' He established the chain 
of command! He expected people to call him 'Chancellor' or 'Doctor' as 
opposed to SOB or a lot of other things. So he brought a lot of that. And 
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so that was the climate in which I found it. [MJ- How was civility 
maintained in light of the hierarchy?] 
Formality. Very formal. He picked all the low fruit and left all the high 
fruit on the tree. So when I came, I had the high fruit (Interview). 

When I continued to ask about the differences in styles between Ponweek and 

himself, Chancellor Querran became a bit terse, 

[MJ- How did that transition occur from the civil aloof style of Ponweek?] 
"It occurs naturally and you work at it. 
[MJ- Did personnel trust you when you said you were an accessible 
leader?] 
You have to ask them. [MJ- Well what's your version?] 
That door is open, I see anybody. Anybody who calls me. Ask my 
secretary, interview her. She's probably the person who knows me best. 
She sees me everyday. Good days, bad days, bad hair days. She can tell 
you my work habits, my styles, my values, what I expect, how I organize, 
how I deal with people, how do people come in, how they leave. Are they 
crying when they leave? Are they smiling when they leave? Ask her. And 
she'll give you the answers. She knows better, and she's been here thirty 
years (Interview). 

In terms of Querran's relationship with the First Pick Board of Governors, there 

was also a transition period while they adapted to the differences between 

Ponweek's style and Querran', 

It was a transition. They were used to Ponweek's style and mine was 
much different. So they had to get over that. And they did. Because I deal 
with all the board members, I don't deal with just one...I do not report to 
individual board members. I do not report to the board chair. I work for 
the total board. When a board member comes in and says 'I want you to 
do this.' I don't do it. I say 'Well let's put this on the agenda and see how 
the board feels about it.' ...I think it was just an adjustment as they build 
confidence and understood that I knew what I was doing. I believed in 
and valued Mi of them as opposed to one, as a unit, and that we could 
work as a team, that became it, the boards been great. Very supportive 
(Interview). 
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Externalities 

In all of the documents for this portion of Phase four, from the Master 

Plan of 1994 to the Institutional Climate Survey of 2001, there is a continuing 

emphasis on the "external forces" that are exerting pressures and influencing the 

direction of the college. The documents stress the rapidly changing external 

environment and how the college is constantly challenged to respond and 

negotiate these changes and trends. The talisman strategic planning once again 

comes into play as the instrument they use to navigate these challenges. 

In September 1995 Chancellor John Querran assumed the reins of the 

College and was faced with very different challenges than his predecessor. 

Despite slight increases from state funding, Querran characterizes the state 

where his new institutional home is as "troubled", 

[This] is an interesting state. It's a highly urbanized state. For example. 
First Pick is part of RC 2000, which are the top twenty urban colleges in 
the United States. You don't think of [this state] as urban. Well 85% of 
the population of the state resides in two counties. Capital and First Pick. 
So there's a dichotomy of rural and urban issues, and those aren't 
compatible, here in [this state]. And the majority of the legislature 
represent rural. You have very conservative people here. You have a 
very large LDS population (Church of Latter Day Saints) in this state. You 
also have demographically a contrast. You have very large retirement 
immigration. People who have been very successful, fairly wealthy. They 
could afford to come [here] for the weather. They have wealth and 
they're basically saying, 'Hey I got mine, don't bother me. I don't want to 
pay taxes; I already paid at the office. I already educated, paid and 
supported the schools somewhere else. I don't want taxes here.' And 
then you have a growing minority population in [the state] as a 
demographic and those clash. The tax structure sucks. It has the lowest 
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participation rate. Higher education...in all fifty states, [this state ranks] 
last in participation rate in higher education, forget gender and color. It 
has the highest drop out rate; it's like 48 to 49. This state is in real 
trouble (Interview). 

However, Chancellor Querran does not perceive the state as a strong external 

constraint, 

[Ml -  What are the constraints other than budgetary that the state puts on 
the community college?] 
None. Compared to other states, there is very very little intrusion from 

the state on the local districts. 
[But] The state doesn't provide enough incentives. They don't clearly 
understand the role of community colleges. Community Colleges' in this 
state are dwarfed politically by the universities. There is more emphasis 
on technology transfer in the universities than there is on work force 
development, which Is what a state has to do. People will be able to bring 
in engineers, a chief financial officer, a CEO, so they'll relocate those. But 
the other 75-80 % of the workforce that they need has got to be local. 
When you've got a literacy rate that's so low in the state, why the hell 
would I come? Why would the people I'm going to bring here, at the top 
of the pyramid, they don't want to come here because they don't want to 
send their kids to these schools! So it's going to hell in a hand-basket. 
Sunshine doesn't solve all problems. It's great for the retirees, but young 
people don't want to come to here (Interview). 

The question of finances is always critical and as Querran steps into the 

Chancellor's position, there are some auspicious aspects. The Board had 

unanimously approved a 108.5 million dollar budget for the 1995-1996 fiscal 

year. That budget included a 5.1 percent increase in state funding (from $14.6 

million to $15.3 million). Within the new budget, a salary increase of 3 percent 

for faculty and 2 percent for support staff was included. In May of 1995, county 

voters had approved a $139.9 million bond for First Pick, slated for campus 

completions and other projects. 
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Perhaps the most significant event of the first five years of the decade 
was the successful $140,000,000 capital bond election sanctioned by the 
voters of First Pick County to fund the growth of First Pick Community 
College for the next decade. The bond election signaled fully restored 
confidence in the College its governing board (Self Study, 2000, p.7). 

The sentiment of restored confidence was echoed in local newspaper reports, 

"That bond proved that the people of First Pick County didn't lose faith in the 

college" (Civilian, 5/18/99). 

While the College community was anxious to begin spending the bond 

money, it was apparent to the new administration that additional planning was a 

prerequisite to the expenditure of the funds. An outside consultant was hired in 

1995 to develop the next succession of Master Plans. The College hired the 

consulting firm of Maas, Rao, Taylor and Associates (MRT) to study the College 

and its external environment to develop an educational master plan. The Board, 

in conjunction with MRT, came up with six recommendations on how to spend 

the voter approved bond money, 

• Update facilities to comply with American with Disabilities Act; 
install office computers. 

• Design College Learning Service Centers-which include libraries, 
bookstores, financial aid registration and counselors all in one 
location at three campuses. 

• Buy land near the [central] campus. 
• Study facility and program recommendations to open a regional 

work-force development center at the [Central] campus. 
• Buy land for the Aviation Technology Center and Green Valley 

satellite campus 
• Buy land for a northwest campus. ( Perennial, 6/9/97) 

The Educational Master Plans also included suggestions for specific curriculum 



562 

and facility recommendations. This created some disapproval from Central 

campus faculty, 

The plan...stirred negative feelings among some of the faculty from the 
[Central] campus because it calls for a work force development center, 
training that focuses on short, condensed classes for entry-level jobs. The 
goal of such a center is to attract adults who have no job skills. Querran 
said he was surprised the job center training center was criticized. It is 
the idea that there is something wrong with leading students to jobs' he 
said. Querran said work force development centers are a trend amongst 
community colleges to provide industry specific training or classes for 
special populations such as disadvantaged youth, welfare to work clients, 
or under-employed workers. The [Central] Campus heard the term "work 
force development" and thought that we would not provide general 
education.' Querran said (Perennial). 

When the college study was complete the new Master Plan laid out a new set of 

management goals and strategic planning directions. MRT utilized both the 

College employees and community members to study and evaluate the College 

and the report's recommendations. An interesting note is that in all thirteen 

recommendations, there is absolutely no mention of issues related to 

multiculturalism at all. 

The report ultimately suggested a vision of the future, and recommended a 
plan of action. The First Pick Board of Governors accepted the MRT 
Educational Master Plan although not all specific recommendations were 
deemed feasible or in the best interests of the College. The report did 
however suggest some important areas that the College adapted into 
meaningful strategic and management goals. These include but are not 
limited to the following: 
• Clear delineation of central office versus campus responsibilities; 
• Important information regarding ail allocation of instructional programs by 

campus locations; 
• Greater focus in developmental education 
• Greater focus in alternative delivery of instruction 
• District wide curriculum coordination and approval 
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• Coordinated college wide course scheduling 
• Expand program review and evaluation 
• Expand distance learning 
• Expand contract education 
• Improve, coordinated, standardized Student Services for all students 
• Improve and maintained College wide administrative and instructional 

technology 
• Improve ratio between adjunct and full-time faculty 
• Improve planning, budgeting and resource development. 

It is obvious that "expansion" is a key word in how the college's future is 

envisioned. The state economy had somewhat rebounded and the county 

population was still growing, yet First Pick College's headcount enrollment was 

stagnating. Querran sees the need for a change in First Pick and First Pick's 

headcount enrollment became the focus of most of the new administrations 

planning endeavors, 

... we've changed. First Pick has changed. We've increased enrollment 
45% since I've been here. That's not because the community grew 45%. 
When I came here the college was in decline. I said, "How could the 
community be growing and the college declining?' [MJ- What was the 
reason for that?] 

Well, a variety of reasons, the wrong programs, the wrong 
services, insular, didn't give a shit about the community, didn't engage 
with the community, didn't have partnerships. Didn't offer 'any time- any 
place'; bad attitude; didn't care if students came or not. Didn't treat 
students with respect. Don't realize that their salaries are dependent upon 
those students. 
[MJ- How do you account for this internal situation?] 
''First Pick now has a ten year accreditation. The other issue was 
governance. We've had some stability with Ponweek and Querran. That 
doesn't mean there haven't been spikes you know. You can't become a 
change agent without irritating people. Because people get comfortable. 
I've gotten people out of their comfort zones and they haven't necessarily 
liked it. I've stretched the organization. Stretched people, stretched the 
organization. Put the word 'community' back into First Pick Community 
College. 



564 

[MJ- What were some of your stretching techniques?] 
One, making sure that the programs better matched the community, 
partnering with the community, bringing the community into the college, 
taking the college out into the community. And then changing players. 
[MJ- What do you mean by changing players?] 

New leadership. Now there's only two of the same presidents... 
Two of the six presidents are all that's left of the original group. All six 
Deans of Students are different, all the Deans of Instruction are 
different....! have moved people. I have moved presidents from one 
campus to another because frankly they wore out their welcome there 
and it wasn't a good match, but they had some good skills. So I said I'm 
going to move them from here to there. I have interchanged... moved a 
lot of Deans across campuses, I've moved faculty from one campus to 
another. So, one, I've made change and held people accountable... I 
made a lot of changes (Interview). 

Some faculty interviewed perceived those changes in a negative light. 

From the very outset of Chancellor Querran's tenure, faculty at First Pick were 

still feeling somewhat disenfranchised from the entire organizational direction, in 

terms of focused objectives, leadership and governance issues. First Pick is also 

looking to add a sixth campus, "The College continues to expand its outreach 

and educational opportunities to a wider delivery area that includes planning for 

our sixth comprehensive campus to open in the northwest part of [the city]..." 

(Self-Study, p.9). 

First Pick Searching for 50-acre-site for campus- First Pick Community 
College officials are scouting for 50-plus acres in [the northwest part of 
the city] for a sixth campus...'It's my prediction that the northwest campus 
will be the largest of First Pick's campuses.' Said Chancellor Jonathan 
Querran....In the past four years the college has spent about $400,000 on 
land around the [Central] campus (Perennial, 6/1997). 

The push for growth becomes a main concern among faculty, with so much 

attention focused on campus expansion and an unprecedented race for FTSE. 
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The creative thrust of the faculty has been reduced to a pursuit of the 
bottom line...I think it's become big business. The dollar sign comes first, 
not the student...we think in terms of 'Ah, we will get x amount of dollar 
signs from this program...everything now is based on marketing, 
marketing, marketing. It's not based on student/teacher interaction 
(Crane Press, 4/7/1999). 

I think it's gotten progressively mechanized, dehumanized. I think the 
model here is the machine. First Pick College is now the fifth biggest 
college in the country. And the one thing they always talk about is their 
eagerness to build new campuses, to grow, all over! They always talk 
about how important quantity is, to have more campuses, more students. 
Quality is given lip service, but when the money is needed to improve 
quality- no (Interview). 

Yet, institutional documents concur more with Querran's perceptions of the aims 

and goals of the college, "The results of the studies and planning are obvious. 

[First Pick] College is fulfilling its mission...The most obvious outcome is the 

reversal of the stagnating student enrollment. Enrollments increased by 17 

percent from FY1994/95..." (Self Study). With enrollment growth, there is a 

concomitant increase in administration. 

During Chancellor Querran's first five years the administration has been 
revitalized. The district administration was reorganized led by the hiring 
of two new vice chancellors (Finance and Human Resources) and three 
new assistant vice Chancellors (Finance, Human Resources, and 
Educational Services). ...Three new campus presidents were hired and 
they in turn filled numerous vacancies in the deans and division dean 
ranks (Self-Study). 

This becomes a concern among faculty, not only because of the increase in 

administration compared to less growth in faculty numbers, but also because of 

the disparity in salaries, ultimately resulting in animosity, 

An administrator makes twice what a teacher does. That gives you a clue. 
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Administrators salaries went up, who decides administrative salaries? 
Administrators, essentially, incrementally took the power to vote 
themselves whatever they wanted. Teachers, ever/ teacher I've ever 
talked to here does not think we should have half the Administrators that 
we have. Any group that has SOME hold on power has the will to 
increase it, to expand it. The Administrators had some degree of power 
here from the beginning. They progressively expanded their power and 
therefore the right to vote themselves, to propagate themselves, to 
increase. Every teacher I know here says we should just get rid ...we 
don't need half of these Administrators; we should just get rid of them. 
We've told them that over and over, they'll never get rid of themselves! 
(Interview) 

If you want to talk about the bottom level of this, many teachers I know, 
since I don't get in a lot of these debates with Administrators, but I do 
know teachers who have spent a lot of time debating with Administrators 
and it is their feeling that Administration TRULY would like to get rid of us. 
[That Administration] has an irrational hostility towards teachers; Will see 
us as an opposing power bloc. After all, if they're entrenched in power 
who are we? The enemy (Interview). 

Querran, though the increase in administration occurred under his tenure, 

initially found top leadership unaware, 

The one thing that surprised me which they didn't understand is the lack, 
or the disconnect with the community. They did not see that the fact that 
the college was declining in enrollment in a time when the city was 
growing as a problem. And they didn't understand why. [MJ- What would 
account for that blind spot?] 

They couldn't connect the dots between how a college gets its 
money and what its purpose is. They just didn't understand and they 
didn't care. Otherwise they would have fixed it. They didn't need me to 
fix it. And there were no consequences. [MJ- Is that important?] 
Well hell yes, consequences are important. Consequences as a citizen, as 
an individual, in a personal relationship, in a professional relationship... 
(Interview). 

In many ways, it is a very different world for higher education in 1995. 

First Pick feels the need to adopt its own modes of academic capitalism, "First 
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Pick is becoming more entrepreneurial and searches for partnerships with 

industry, city and the county to maximize resources and opportunities..." (Self-

Study, p.29). 

As with most community colleges, First Pick's role in the economic 
development of the region it serves has taken on increasing importance 
over the years....The College's commitment to this aspect of its mission is 
well-documented. The strength of this commitment can be seen, in part, 
by the sheer volume of active partnerships in which the College engages. 
Recently, all campuses were asked to submit a list of their collaborative 
activities, partnerships, and intergovernmental agreements. As this report 
was being written, not all information had yet been received by the 
District. Still, from the reporting campuses, over 1500 different 
partnerships have been described. Clearly, First Pick is viewed by the 
community as a force for change, an able partner, and effective 
collaborator. Even more clearly. First Pick acts daily on its desire to serve 
this community and efficiently make use of its many human, capital, 
physical and technological resources (Self-Study, p.74). 

First Pick clearly aligns itself with industry, 

The industry cluster [of First Pick] is used to create synergy within the 
following seven business cluster groups: Aerospace, Biolndustry, 
Environmental Technology, Information Technology, Optics, Plastics and 
Teleservices. These industry groups play a significant role within the 
greater [City] Strategic Partnership for Economic Development (Self-
Study). 

In the 2000-2001 Report to the Governor, (where, incidentally, there were no 

comments on diversity or on institutional climate at all.), under the sub-section 

of Major Issues and Resolutions in 1999-2000, they relate. 

Several business-related units of the college were consolidated in the 
Business and Industry Training Department. Its International unit has 
now trained 100 business and government personnel from the former 
Soviet Union under the Community Connections program of the U.S. State 
Department. 
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Another aspect of economic development is what First Pick also perceives as a 

strength of the college, its own occupational/vocational training, "First Pick is the 

only college in the country, and more so than any of the above institutions, 

responds to the needs of labor in metropolitan [areas] with broad occupational 

training" (Self-Study). 

One of the biggest changes to impact various aspects of higher 

education, from style of course delivery to additional curriculum and business 

demands is technology, 

First Pick College now offers televised courses. But soon these will be 
replaced with interactive television-where students can watch a course 
broadcast between one campus and another and speak with teachers via 
television as if they were in the same room...There are about 2000 
computers college wide...The college is also working on prototypes of 
interactive software, through which students and counselors would be 
able to see and talk with each other on computer screens. Some of the 
computer advancements-such as the Internet and the use of complex 
graphic images-will allow students to study academic subjects with images 
so lifelike that it will seem as if students are looking at scale models. The 
computer links also will give them nearly instant access information for 
research from all over the world (Perennial 10/09/94). 

Prior to his departure, Ponweek had placed a great emphasis on "projecting" 

First Pick into the next century through technological advances on the campuses, 

Ponweek has said that he believes that the college's future lies not so 
much in building new campuses around town, but in super-charging 
existing campuses with technology and new teaching methods...'within the 
next 24 months, Ponweek said, we will be able at First Pick College to 
place a teacher at Best Campus who will teach at five other sites using 
interactive television' (Perennial). 

The board was said to be charged with deciding whether the new Chancellor 
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would pursue technology the way that Ponweek envisioned it; "Board member 

Steven Johns said he believes the college should become highly technical, and 

that could mean an immediate need for money to improve the college 

campuses." While even the college admits that managing it technology 

resources is problematic, 

Over the last several years, the College has dedicated significant financial 
resources and effort to the enhancement or establishment of technology 
infrastructure, resulting in important accomplishments. However, the 
educational technology environment is fraught with ambiguity, expense 
and technical complexity. The College had considerable work ahead in 
maintaining a coherent and effective organizational design to continue to 
address these challenges. In 1996, a College Technology Framework was 
established to guide the priorities and development of the College's overall 
technology efforts (Self-Study, p.56). 

Some faculty I interviewed saw the new emphasis on technology as problematic 

in that it creates new barriers, in terms of access, especially to students who do 

not have English as a first language. 

Because we are now such a technology driven entity...We at First Pick use 
to do an early printing of the schedule, a paper copy that would be 
available on the campus so that a student can pick it up at the Registrar's 
office, or we'd get it mailed to us. NOW, the thinking is that we will NOT 
do that to SAVE money, and put it online. Well, that works well for 
middle-class, white families. What about people who don't have a 
computer at home? Who don't have that access? Who are computer 
illiterate? Now if it's difficult enough with the language as a barrier, now 
you've put another barrier, a technological barrier! 
...And for some people, younger students, that may work. They can go to 
the library, they click away, and they're gone! But you get a middle-aged 
person, a senior aged person, who's never sat down at a 
computer...Classic example- we had the mines... close last year- two years 
ago? Both Rehab and a number of other agencies picked up these people 
to retrain. So, a gentleman comes in and he needs to start at First Pick as 
a new student because he's going to get everything paid for. Wonderful 
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opportunity for this man to have a second career chance and have It 
funded! So he comes in and what's the FIRST thing? Now this man has 
been working in a MINE- and he's had to come in to do testing and the 
testing is on a computer. He has NEVER touched a keyboard. And he 
freaks out completely! He says 'I'm not college material' and was ready to 
walk out the door. This grown, middle-aged man is on the verge of 
tears... thank god one of our Advisors was sensitive enough to pick up 
what was going on and was able to help this gentleman and to let him 
know that there was another option. But here we go with the assumption 
that everyone understands computers! You see? Yeah we do have those 
issues... as an educational institution... when you talk about culture. Here 
we had a man from a whole different culture, a working class culture that 
did not deal well with technology (Interview). 

Some aspects of the technological First Pick are simply one more onus added to 

other grievances. 

So I think that their biggest push, the money that's being used most is to 
increase computerization and technology here. I do believe that it is their 
goal, and it's actually been stated by some administrators, to reduce the 
role of human teachers, and to replace them with technological products 
(Interview). 

Even though First Pick College is now said to possess "integrity" and has 

garnered a prestigious national reputation, the internal dynamics of the 

institution still present a dubious environment in terms of creating a holistic and 

respectful climate. It was these set of circumstances that set into motion the 

Institutional Climate Surveys, 

One major college activity that has taken place since the last NCA visit is 
the Institutional Climate Survey. Near the end of Chancellor Ponweek's 
tenure, morale across the college was suffering. Institutional climate was 
an item of concern across a variety of employee groups. When Chancellor 
Querran assumed leadership of the District, one of his first priorities was 
to fully address these issues. At the request of both the Faculty Senate 
and the Chancellor's Cabinet, the Senior Vice Chancellor convened a 
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special task force composed of faculty, staff, and administrators to 
develop a strategy to examine the institution's climate. Two nationally 
normed instruments were chosen, one for employees and one for 
students. The study was initiated in academic year 1996-97. All full-time 
employees and a sampling of temporary employees, adjunct faculty and 
students were included in the first phase (Institutional Self-studv Report 
2000). 

In our interview, Querran concurred that it was on his initiative that Institutional 

Climates were implemented, "I initiated them. I wanted to see how people feel. 

I wanted to start scratching the itches. If there's systemic issues I want to deal 

with them, they don't go away" (Interview). 

There are copious amounts of institutional documents in Phase Four. I begin 

with Philosophic diversit/. Then, to illustrate key points in terms of concepts 

from Indigenous cosmology, I will concentrate on the Institutional Climate 

Surveys to exemplify Environmental Diversity, and will mainly use the Self-Study 

of 2000 to illustrate issues of organizational diversity. Finally, Representational 

diversity is discussed. 

Philosophic Diversitv 

I start with the Philosophic aspects of institutional diversity as it can be 

considered the baseline for thought and action. In the introduction to the 

document analysis, I stated that "Philosophical" diversity was using the language 

of, and advocating for, the ideals of social justice and reform, equality, the 
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actualization of democratic ideals and an inclusive society. This category 

examines for espoused values and that the declarations include a value of 

diversity. 

In Phase Four overall, there are not too many references made in this 

category. Throughout the entire eleven year period, only five documents make 

any references to stated values. Though there are only a few references, the 

documents that are included are influential, ostensibly having significant bearing 

on conceptually shaping the institution. The College Master Plan of 1994, the 

Chancellors Values forum in 1996, the revised Mission Statement in 1996 and the 

NCA Self-Study are the documents with passages that relate to a philosophic 

diversity. The 1994 Master Plan was written during the tenure of Chancellor 

Ponweek, the remaining documents under the leadership of Chancellor Querran. 

There is obvious borrowing from each document is a sequential sense. In fact, 

within the four year period of 1996-2000, with the three final documents, the 

Chancellor's Values Forum, the revised Mission Statement, and the NCA Self-

Study, there is very little or no change in the wording of passages devoted to 

institutional philosophy. The latter two documents are simply reiterations of the 

Chancellors Values Forum. 

However, the philosophic base is large scale, it encompasses a global 

perspective, though that perspective is somewhat tinged by the claim that their 

standpoint, relative to things global, is primarily that of the marketplace. The 
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documents from First Pick College say "all the right things" in terms of stating 

institutional values. A large factor in the college's declaration of values, 

however, pertains to the instructional function or the classroom and does not 

inform or pertain to the institution as a whole. Yet, by the rhetoric of 

documents, it would appear that the college is well-grounded in concepts of 

inclusion, participation, and respect for its constituencies, which it acknowledges 

are many and multi-faceted. There is a philosophic stance taken on declaring 

diversity as a value. Knowing the shaky perception the city had during the 

probation, the new governance is clear to state the value of Public trust and take 

account for their behavior and actions. This is keeping with the "maturity" of the 

institution. 

Another Philosophic reference is really not found until the 1996 

Chancellors Values Forum. Of course it is noteworthy that there IS a forum held 

to discuss the Chancellors Values (here implicitly made synonymous with the 

institutions). The Chancellors forum came about as a result of a perceived 

malaise affecting First Pick College personnel. However, the values statements 

say that they are specifically "in support of a quality learning environment for 

students"... Making their values once again pertain to the instructional function 

rather than to the institution as a whole, the values statements now expands to 

employees as well. 
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The College will be proactive to-...Emplovees at all levels, including art-
time and temporarv. will report that thev are valued as part of a 
collaborative team... Value the cultural heritage of all students and 
emplovees and promoting global literacy, while respecting individual 
expression (their emphasis). 

As First Pick College creates a Value Statement they place themselves firmly 

within the community as a direct reflection of that community, 

The College represents the values and aspirations of the greater 
community which it serves. In carrying out its mission, the College will 
reflect the core values of the community and stakeholder groups including 
students, College employees, residents, taxpayers, and employers, these 
core values include: 
Vision: We are committed to a progressive vision of the future, adapting 
responsibly to changing community needs, requirements of the 
workplace, the local economy and the global marketplace. 
Cultural Heritage: We respect the cultural heritage and group 
membership of all students and employees. Reflecting the diversity in our 
community is necessary to fulfill our community college mission. 
Individual Respect: We celebrate individual expression which contributes 
to our learning environment. We respect the rights of our people to freely 
exchange their views and dialogue with others. 
Collaboration: We reach out to schools and other community partners to 
more effectively promote, plan, and implement programs and share 
community resources. 
Public Trust: We honor the public trust invested in us by the community 
to prepare learners for their roles as productive citizens. We hold 
ourselves accountable for our stated values (p.3). 

These are very grand and admirable sentiments and First Pick College extends its 

boundaries in a conceptual community that mitigates both geographic and role 

boundaries. 

Institutional Planning Assumptions...First Pick is one college and one 
college community...To best serve its students and other stakeholders, the 
College envisions its community to include not only First Pick County and 
[the Southern region], but the State ..., our neighbors in free trade, and 
all nations with whom we share students, products and services...The 
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college is a complex, multifaceted institution...Planning is a participatory 
process in which students. College employees and community members 
work together to envision the future of the college (p.4). 

The Values Framework also expounds on what those values are, gaining that 

knowledge "after listening to the voices of more than a thousand constituencies". 

The Chancellor's Values Forum, held in February of 1996, serves as a 

springboard for a review and revision of the College Mission Statement, executed 

in May of 1996. This is doubtless because Chancellor Ponweek devised the first 

Mission Statement of 1990, in the first year of his tenure. The current Chancellor 

more than likely also feels the need to impress his own values upon the Mission. 

Therefore, in 1996, one year after taking on the Chancellor's role, Querran 

undertakes a revision of the Mission Statement. Several of the points are the 

same as those in the Values Statement of the Chancellor's Forum, such as the 

first statement, "First Pick College reflects the values and aspirations of the 

greater community which we serve". The sections on Vision and Leadership in 

the newly revised Mission Statement are also virtually verbatim with the written 

values from the Chancellors forum. 

Vision and Leadership. We are committed to a positive vision of the 
future, adapting responsibly to changing individuals and community 
needs. We are leaders in promoting the value of education to improve 
the quality of life and to participate in the global marketplace. 

Just as the Chancellors forum "promotes global literacy", so in the Mission 

Statement does the College "recognize that its constituents benefit from global 

awareness..." In addition, there are explicit references to a value for diversity 
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and inclusion. 

We encourage individual expression and we respect differences in culture 
and language. We honor the environmental heritage of the Southwest and 
the cultural traditions of the peoples of the world. 
Responsiveness and Collaborations. We reach out to understand our 
community, to share resources and to provide access for students. We 
value ongoing communication with constituents. We believe in investing 
in the future of our students and employees and providing appropriate 
facilities and technology. We hold ourselves accountable for our stated 
values and the public trust placed in us. 

These values, promoted further in the Mission Indicators of Success, act as 

tangible, measurable gauges of First Picks commitment to diversity and 

community participation, 

First Pick Community College students and employees will reflect the 
diversity in the community. 
The College will meet the expectation of employers and its educational 
partners for collaboration, articulation and sharing resources. 

The Philosophic emphasis of the college does not alter at all in the time 

between the Mission Statement and the Institutional Self-Study of 2000. In fact, 

the phrases from the Mission Statement are a simple reiteration. In responding 

to the NCA criterion, "The institution has clear and publicly stated purposes 

consistent with its mission and appropriate to an institution of higher education." 

The Self-Study reproduces the Mission Statement with the exact same paragraph 

quoted above. So First Pick College is attempting to be explicit in its value for a 

global scope of concern, its vision and leadership and the respect of the Public 

trust placed in it. Yet, the College is somewhat negligent in updating those 

values, though it constantly expresses its role of adaptation and change, "First 
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Pick College... operates in a dynamic, rapidly changing environment. Positioning 

itself to respond to the forces of change, the College is charting a path toward 

the 21^^ century" (pi). 

First Pick College is attempting to be explicit in its value for a global scope 

of concern, its vision and leadership and the respect of the Public trust placed in 

it. In the NCA Self-Study of 2000, First Pick also uses the Values and Mission 

Statements as testimony to their value of a participatory organization, 

Values Statement- Evolution of the current Mission and values Statement 
The mission statement was revised in 1996 as a result of a highly 
participatory charette process involving internal and external 
constituents...Most importantly; the process involved a group of 100 
diverse community members and college employees. Ten teams were 
formed and facilitators were assigned to each group. Each group 
ultimately produced a part of the mission statement corresponding to an 
assigned task. The reports were synthesized, edited, reviewed, and 
reworked under the direction of a jury of "two faculty, a student, a 
business leader, and administrator..." The final draft was adopted by the 
College's Cabinet and Governing Board and has been widely supported. 
Clearly, the Mission Statement and subsequent Mission Indicators of 
Success have served the College well and remain clearly descriptive of 
First Pick's commitment to its students and the community. The Values 
statement was developed, under the current administration, by focus 
groups made of over 800 College employees. The mission, values, and 
indicators will be renewed through the same process in 2000-2001 (NCA 
Self-Study 2000, p.29). 

First Pick Institutional Climate Survevs and Environmental Diversity 

In the analysis of Environmental diversity overall there are only a few 

documents, seven to be exact, where any references to environmental aspects of 

diversity are mentioned. Of the seven, five of the major documents are in the 

tenure of Querran; the Chancellors Values Forum of 1996 and the NCA Self-
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Study of 2000, and the important additions of three Institutional Climate 

Surveys, one in 1996, an Executive Summary in 1998, and one again in 2001. 

An initial reference, chronologically, is an indirect one from the 

Handbook for International Students. It inadvertently paints a picture of the 

environment any student who does not fit into the dominant mainstream 

paradigm might face in their initial time on campus, one that seems to place 

them in a very uncomfortable role as object of uninformed, maybe even ignorant 

objectifying scrutiny and curiosity, 

American Law & Culture - Most Americans are friendly people who are 
interested in international students...In Making Friends...although you 
may have an enjoyable conversation with someone, this DOES NOT mean 
that they are your friend...(their emphasis)... Americans are usually time-
conscious and being on time is very important. Life in the United States 
may seem rushed at first to the international student...On being asked 
questions- Americans are curious people and will ask many questions. 
Some of the questions may appear ridiculous, uninformed and 
elementary, but try to be patient in answering them. You may be the first 
international student whom they have met and they have very little 
understanding of your culture (p.8). 

The first document to provide more insight into the climate intended and 

produced through the direct efforts of the college is the Chancellor's Values 

Forum mentioned in the previous discussion on Philosophic Diversity. Here, the 

"First Pick Community College Values Framework" was established. Within this 

framework, the college appears to set out a very holistically derived standard for 

their students and, at times, its personnel. 

First Pick Community College is a comprehensive community college 
serving major metropolitan area... as well as many smaller communities... 
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With many perspectives and values among its stakeholders, the College 
will continually challenge itself to arrive at a common set of values. After 
listening to the voices of more than a thousand constituents in early 1996, 
the College holds itself accountable for fulfilling its mission and for 
measuring up to the following values: 
In planning its programs and learning environments. First Pick Community 
College holds that it is important to-
• Listen regularly and carefully to the students to determine what is 

most important to them and how they view their experience at the 
college. 

• Provide choices for students.... 
• Be a comprehensive community college, valuing equally the needs of 

students and employers in pre collegiate, occupational, general 
education, transfer and non-credit courses. 

• Realize that student needs may vary... 

Accordingly, the college will, 

• Allocate time for its faculty and staff to reflect on how students learn 
different things and achieve differential learning outcomes. 

• Consider how to support and develop the whole person, while 
preparing students for the world of work. Students will need to 
communicate, think critically, value aesthetics...The underlying key to 
this learning is the student's positive personal development—a 
sense of self worth, confidence, and ethics; social skills, a 
sense of civic responsibility, and an appreciation of different 
cultures and countries, (their emphasis). 

• Promote the spirit of lifelong learning... 
• Design its programs in collaboration with K-12 districts, community-

based organizations, universities, and employers—remaining flexible 
and responsive to emerging community requirements. 

In delivering services and courses, the College will— (of 7 items) 

• Acknowledge that in every class students bring important qualities to 
learning—experience, skills and cultural perspectives. Thus learning 
can be enhanced by group learning, interactive activities, discovery, 
self-directed and experiential learning. 

• Provide professional development opportunities for all 
employees,...Employees are keenly aware of the need to understand 
the needs of the future workforce, technology applications and 
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interpersonal skills in working with students, connmunity employers, 
and other College employees. 

Even though using the language of business, First Pick states that all of its 

Institutional Planning Assumptions stems from the College mission and values. 

They are very grand and admirable sentiments that claim First Pick extends its 

boundaries in a conceptual community that mitigates both geography as well as 

positionality. 

The mission statement identifies the College's customers, their needs to 
be served, and the chief means by which their needs are met. The values 
identify those elements which are truly important to the life of the College. 
The mission and values help keep planning focused on the needs of the 
College's students and its other customers. 

First Pick is one college and one college community...To best serve 
its students and other stakeholders, the College envisions its community 
to include not only First Pick County and Southern [area] but the State, 
our neighbors in free trade, and ail nations with whom we share students, 
products and services. 

The college is a complex, multifaceted institution...While planning is 
guided by values and assumptions, it is also driven by data...Planning is a 
participatory process in which students. College employees and 
community members work together to envision the future of the 
col lege.... First Pick County will continue to grow... 

Statements in the 1996 Chancellor's Values Forum concentrate on a 

supportive learning environment for students, as well as a supportive and fair 

environ for personnel, 

the College will: 
• Put the needs of students' first-above employee concerns or 

interests. 
• Promote a climate of honesty, integrity, and fairness. 
• Provide competitive compensation for all employees and 

reasonable access to career ladders. 
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• Understand employee-support needs, for example, crisis 
intervention, financial and retirement planning, child-care, 
safety. Make reasonable provisions to meet these needs. 

• Provide professional development opportunities for all 
employees...Employees are keenly aware of the need to 
understand the needs of the future workforce, technology 
applications and interpersonal skills in working with students, 
community employers, and other College employees. 

These same sentiments, as expressed in the Chancellor's Values Forum, are also 

emblematic of an inclusive and respectful environment for all personnel and 

college constituencies. 

The College will strive to see that all of the foregoing values are supported 
through clear standards and guidelines for employees and through 
ongoing research and evaluation. 

• Responsiveness. We listen carefully and respond to the needs of 
stakeholders. ... 

• Choices... 
• Holistic Outcomes. We are concerned with the development of the 

whole person and encourage community responsibility as well as 
communication, thinking, and life-long learning skills. 

• Integrity and Fairness. We believe that students and employees 
must speak truthfully, act honestly, and treat each other fairly. 

The initial Values Forum Questions, which was part of the original Institutional 

Climate Survey of 1996, asks important questions that reach to the heart of 

environmental diversity, if the responses were to truly be acknowledged and 

acted upon. 

What is really important to the college? Given the changes we have listed, 
how should the relationship between the College and its stakeholders 
evolve-stakeholders such as employers, students, taxpayers? That is, how 
will these changes affect how the College serves these groups? Given 
what we have just said, how do you see the relationship among students, 
learning, faculty evolving. 
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Documental discussions of the institutional "climate" refer back to the 1991 

District Strategic Plan, when one of the sixteen Strategic Traveling Directions 

asserts, "To attract and retain the highest quality workforce, the College will 

undertake activities to promote a positive institutional climate." 

In the Master Plan of 1994-1999, there is a substantial section on 

Organizational Climate, providing a definition as well as a rationale for 

maintaining an enhanced climate, 

...organizational climate is the overall environment in which [First Pick] 
Community College faculty, staff, and administrators conduct their routine 
tasks and engage in special or new activities. An improved organizational 
climate can help each employee and the entire organization achieve 
greater success, efficiency, and work satisfaction. This, in turn, increases 
institutional effectiveness and customer satisfaction (p.5). 

The college offers a means to achieve this improved climate, "The tactical 

approach to improved organizational climate will focus on skills in 

communication, trust, team-building, decision-making and personal recruitment 

required to implement new initiatives and manage longer term planned change." 

As a result of these objectives, the college developed a Task Force on 

Organizational Climate, which outlines the plans and activities for the 

improvement of First Pick's climate, 

1. Deliver Services in a more user-friendly manner: This objective seeks 
measurable improvement in the perception of students, employees and 
others regarding the services delivered by [First Pick] employees. 
Specifically, the College will measure how friendly, considerate and useful 
all services are: 
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a) Develop occasions and techniques for instilling in employees a 
"user-friendly" emphasis. 

b) Write telephone-answering guides. 
c) Train all clerical staff (including student aides) in telephone 

answering techniques and manners. 
2. Promote multi-directional communication and decision-making. The 
objective of this element is to instill in the College a common sense of 
purpose and a universal conviction that each employee plays a responsible 
role in the education of [First Pick] students. 

a) Create a systematic dialogue among administrators, faculty and 
staff for exploring concerns and finding resolutions. 

b) Improve the perceived trust level and teamwork between 
campus/district administrators and respective faculty/staff. 

c) Provide all employees an opportunity to dialogue about the 
education enterprise through College community, state, national 
and international networks. 

The inclusion of the three Institutional Climate Surveys and discussion of 

their results and the entire Climate survey process represents a challenge to 

institutional self-reporting. The Institutional Climate of 1996 presents a clarion 

call concerning the environment within the college, somewhat of a rude 

awakening for the Chancellor and the Administration of the College. The 

majority of the survey scores fall into the "average' range, with many dipping 

into the "low" category and some into the "very low". There are absolutely no 

"High" or "Very High" scores. How the college deals with these results and how 

they report them illustrates the very institutional issues that give rise to the 

conditions the scores reflect. The Climate Survey of 2001 is the same, with a fair 

amount of obscuring the reality that the college constituency is expressing. This 

is a failing of the college. It seemingly wants to be honest and inclusive, to heed 
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the voices of its "stake-holders", it professes this continuously. Yet, the 

Administration and Chancellor seemingly turn a deaf ear to those voices as 

embodied in the Climate Surveys. 

In a discussion of results in the Institutional Climate Report of 2001, 

there is an inadvertent exposure of the realities that the Climate Surveys reveal. 

The surveys regard scores of "High" or "Very High" as "Topics of Celebration". 

In both Surveys, of 1996 or 2001, there were absolutely no scores in those 

categories. Institutional documents themselves put forth the most pertinent 

questions, asking; "Is there anything to celebrate? What forces create the 

scores? How can we reach the celebration level?" These truly are questions the 

Administration needs to address, yet they seem to refuse to do so. Therefore 

the Environmental diversity that the documents proclaim is a sincere goal of the 

college is largely unsubstantiated by the experiences of college constituencies 

and therefore remains illusory. 

At the top of the November 25, 1996 Institutional Climate Report 

document is a quote from Steele and Jenks- "What it feels like to spend time in a 

social system". This research is on how those Internal to the particular social 

system treat one another in that context of time, and how the unquestioned 

construction of the system itself creates the affective reality of its participants. 

In the Introduction to the Institutional Climate Report it is immediately identified 

that the report has the support and was initiated by the College's top leadership. 
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The Chancellor's cabinet is nnade up of the Chancellor and the presidents from 

each of the campuses, "Your Institutional Climate Task Force, under the joint 

sponsorship of the Faculty Senate and the Chancellor's Cabinet, is please to 

report an update on its activities...The project spans the years 1996-2001." 

There was an Information Gathering phase of the report where students and 

personnel were issued "nationally standardized instruments selected by the Task 

Force members". The employee survey instrument selected by the Institutional 

Climate Task Force was the Campbell Organizational Survey (COS) published by 

National Computer Systems. Lofty expectations preceded the survey, 

anticipating what it would accomplish, "We look forward to your participation in 

lifting our college institutional climate to "atmospheric heights" that will become 

a model for the nation." On the survey instrument for employees there are 18 

scales and the 1996 scores for First Pick College are shown in the following 

tables. 
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Table 13.Survev Scales of Overall Employee Ratings 

(Very high=above 60, High =56-60, Average= 45-55, Low=40-44, Very Low= 

below 40) 

Work Itself 51 Job Security 46 
Working Conditions 45 Promotions 41 
Stress-Free 51 Feedback 45 
Co-Workers 48 Planning 46 
Diversity 49 Ethics 44 
Supervision 47 Quality 45 
Top Leadership 45 Innovation 47 
Pay 39 General 

Contentment 
51 

Benefits 53 

In reporting the results of the survey, in the table seen below, is the first 

indication of the institutional reporting wavering from being explicitly honest. It 

is even in the way they arranged the information, how they selected to put 

"agree/disagree" on certain items, so that it is not at first apparent where the 

criticism lies. They are not consistent on using "agree or disagree". I invert the 

results to indicate the larger percentages, and these are included in bold within 

the table. 
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Table 14 

Survey Items Most Favorable To Employees 
The Work that I do is Important. 92% agree 
I enjoy my work. 89% agree 
On my job, I use a wide range of skills 86% agree 
Our organization has a diverse membership, 
including people with many varying personal 
characteristics and backgrounds 

84% agree 

My job is dull and boring 79% disagree 

Least Favorable Topics to Employees 

Our organization has good performance 
appraisal system in place. 

17% agree 
(meaning 83 % 
disagree or find it 
lacking) 

Many of my co-workers are under a lot of job 
stress. 

17% Disagree (83% 
agree) 

If I do a good job, my chances for promotion 
are good. 

17% agree (83 % 
disagree) 

Change comes slowly here; people would 
rather do things the old way. 

15% disagree (85% 
agree) 

We are not paid as well as people with similar 
jobs in other organizations. 

10% disagree 
(meaning 90% 
agreed). 

The harder you work here, the better you will 
be rewarded. 

8% agree (meaning 
92% disagreed!) 

In reporting the major results of the survey, it is evident that the college 

has a significant morale problem and is somewhat damning in its totality. There 

are no Topics of Celebration. Topics of celebration are those scales for which the 

employee response is High. Overall, no scales have high ratings. The Topics of 

Concern are those scales for which the employee response is Low. 
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Topics of Celebration 

Campus- Employees at the District Central Office rated Benefits favorably. 
Position Type- Administrators are positive about the Work Itself, Benefits, 
and General Contentment. Full-time faculty rate the Work Itself 
positively. Adjunct faculty rate the Work Itself high but they also 
indicated positive regard for Stress-Free work and Innovation. Regular 
Staff felt positively about Benefits. 
Time at First Pick- (No scales have high ratings). 

Topics of Concern-
Overall: First Pick Community College employees feel that there is room 
for improvement with Working Conditions, Top Leadership, Pay, 
Promotions, Feedback, Ethics, and Quality. 
Campus- Employees at all locations agreed that Pay and Promotions are 
areas of concern, and each location had a unique set of other 
topics....West Campus employees are unfavorable about more scales than 
other campuses, and include Working Conditions, Supervision, Leadership, 
Feedback, Planning, Ethics, and Quality in their topics to be improved. 
District Central Office also note Feedback and Ethics. 

Position Type- All groups agree that Pay and Promotions need attention. 
Full-time faculty have concerns about more topics than other groups, 
adding Working Conditions, Supervision, Top Leadership, Feedback, 
Planning, Ethics, and Quality. Regular Staff also mention Working 
Conditions, Job Security, Feedback, and Ethics. Adjunct faculty and 
Temporary Staff have the same list of concerns beyond Pay and 
Promotions—they include Benefits and Job Security. 

Time at FPCC- The longer employees have worked for First Pick 
Community College, the more concerns they have. Employees here 1 year 
or less are concerned about Pay and Job Security. If employed 2-5 years, 
Working Conditions and Promotions become added concerns, and after 6-
10 years, Ethics is included. Those employed eleven or more years are 
also concerned about Supervision, Top Leadership, Feedback, Planning, 
Quality, and Innovation. 

Speculatively, the Best campus may have more concerns because they have both 

a longer history and higher expectations of the environment given their 
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familiarity with the more democratic and respectful environment created at the 

beginning of the college. Dissatisfaction and distrust with District Central Office 

is also indicative of a historical reality, as it is where Administration moved in 

1992, away from the Best campus, which felt not only physically distancing, but 

purposely psychologically distancing as well, so that Administrators did not have 

to be involved in the daily life of the campuses. 

The summary of the 1996 Institutional Climate Report is rather lackluster, 

given the information it collected and the rather bleak picture it portrayed of how 

First Pick College constituency feel. The environment is certainly not the 

"atmospheric heights that will become a model for the nation." Instead, the 

challenge is simply to reach an acceptable level of satisfaction, a much more 

subdued institutional chore, 

...the challenge is to raise the level of the institutional climate to higher 
levels of personal and professional satisfaction for all employee groups. 
The report that there are no areas to celebrate based on the results of the 
standardized survey emphasizes the need to work diligently toward 
making needed improvements. Phase II will assist in providing 
information more specific to the College to identify needs and areas of 
opportunity to effect positive change for ail employed groups." (p.6) 

The second Phase of the Institutional Climate Survey process invites 

personnel to Focus Group discussions. These were touchy projects within 

themselves. They needed external facilitation to negotiate the discussions of 

multiple realities vying within the college. 

Based on employee suggestion (during Phase I discussions), the 
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discussion groups will be conducted by non-[First Pick] employees, to 
minimize potential internal bias and maximize objectivity of the results. 
The ICTF has secured the assistance of an experienced focus group 
facilitator. 

Individual personnel participate in the Focus Groups according to external roles 

and identities, the same divisions as the disaggregated categories of the 

Institutional Climate data. 

...as a representative of a particular employee group. Focus Groups are 
designed based on several factors, including ethnicity, years of service, 
position type, etc. After the discussion groups are completed, the ICTF 
will report findings (Phase III), identify goals and collaborate with 
students and employees to recommend strategies to the Chancellor's 
Cabinet to improve the climate where needed. 

The Institutional Climate 1998-2003 Executive Summarv continues the 

discussion of the Institutional Climate project begun in the 1996 document. It 

recaps and expands on the different Phases of the Institutional Climate inquiry 

and ensures that once again, top Administration is supporting all of the activities 

of the Task Force, 

Phase II, which took place during Fall 1998, employees from across the 
district participated in 24 focus group meetings. The purposes of the 
meetings were to enhance understanding of the results of the Institutional 
Climate Survey, to identif/ priorities among issues affecting the 
institutional climate at the College, and to gather suggestions for 
improvements. In Spring 1998, based on the data gathered in Phases I 
and II, the ICTF developed a set of recommendations (Phase III) for 
improving the College's institutional climate. These recommendations 
were subsequently endorsed by the Chancellor's Cabinet and the Faculty 
Senate (p.l). 

The Institutional Climate Task Force (ICTF) take the results of the original survey 
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and translate them into fifteen institutional "challenges". They then set about 

creating a "matrix of activities" for institutional action. Though there is no 

correlating explanation as to what Challenge goes with what survey data 

specifically, the activities were comprehensive in scope, including all areas of the 

college; students, personnel and programs. Because the college had stressed 

accountability, the matrix outlines who is held responsible for each of these 

activities, as well as a time-line for their completion. The document stressed that 

the institution was working expediently on all of the challenges, 

...as of September 30. 1999, more that a third (35%) of the 83 activities 
have been completed or partially completed. About 70% are underway or 
ongoing. Only 8 (10%) of the activities are not yet underway, and ail of 
these have completion dates later than September 30, 1999. 

Many of the activities created are somewhat questionable in terms of being 

adequate to meet the challenge of the "challenge", or the activities seem rather 

simplistic in their response to a complex need. For example, under the 

challenge, "Improve communications regarding campus life." the response was 

to "Identify existing vehicles for communicating and evaluate their 

effectiveness." These "vehicles" only took the form of campus publications. They 

did not discuss skills in communications or the systemic dialogue as put forward 

in the 1994 Master Plan. Subsequently the college created eleven new 

publications. 

For the challenge to "Give Greater Assistance to displaced homemakers". 
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they establish two activities. One is to "Expand the present program, Women In 

Progress (WIP) to be more Inclusive of both genders." They accomplish this by 

removing the word "Women" from the title and renaming the program to 

"Progress!" There is no discussion as to whether program content is in any way 

amended or modified. The second activity relating to displaced homemakers 

was to "Work with community agencies and organizations to identif/ more 

eligible displaced homemakers and single parents". This means the college 

attempts to simply place more displaced homemakers into the renamed but 

unamended program. 

For other serious challenges, there is a trail of what constitutes ambiguity 

and a series of non-responses on the part of the college. Back in 1990, the NCA 

suggested that First Pick College consider establishing Child Care services at the 

individual campuses. To that challenge the response or action in the 1998 

Executive Summary of the Institutional Climate is to "Identify child care needs at 

the campuses." Another response is to develop a survey by Fall of 1999. By the 

Fall 2000, a decade after the original NCA recommendation, the West Campus 

has only recently opened a child-care facility. The first and only other campus 

providing child-care, housed at the Southern campus. It has the dubious 

association of offering courses and a certificate for Child-Care occupations. 

Because of this, there is an unfortunate inference; the likelihood that the children 

at the South campus provide "hands-on" experience for the students in this 
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major. The other activity response to the child-care challenge in the 1998 

Climate Report is the suggestion to "Provide child care facilities on campuses or 

provide referral services for services in the community." It asserts that by Fall of 

2000, all campuses will "review their options to provide childcare." In the 

Institutional NCA Report of 2000, the only nod to this issue is the statement that, 

"The current renovations of all campuses include plans for daycare services." In 

the 2001 Institutional Climate report there was still a "challenge" relating to child 

care, number ten is simply to "Provide childcare facilities on campuses". The 

"action" states that the status of this challenge is "partially completed." and that 

"All campuses except Community campus actively pursuing." Therefore, from 

1998 to 2001 only the wording has changed, from "reviewing options" to the 

2001 wording of "actively pursuing". So substantively, the response to this 

critical challenge is to identify needs that are obvious and to review options. 

Time is a direct measure of action taken, and that First Pick College has spent 

over ten years "exploring options" in this area signifies a lack of true 

commitment. 

Another large challenge that frequently surfaces at First Pick College is the 

issue of fair and equitable salaries for personnel. Ranking "39" on the 1996 

Institutional Climate scale, places the category "pay" into the rating of "very 

low". That score of 39 was the lowest in the entire survey. The resulting 

"challenge" is to "Conduct salary/salary equity studies and design an action plan 
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to implement the resulting conclusions." The ICTF activity matrix identifies four 

activities for this issue. The first is to; "Provide a positive open enrollment to 

reeducate employees to fringe benefits." The second is to "Articulate an 

institutional pay philosophy." The fourth is to; "Consider doing performance 

appraisals for all administrative and staff employees". These activities, when 

seen as tactics that minimally address the issues, do not ameliorate the 

challenges in any way. In other words, the institution is going to remind 

personnel that despite being poorly paid, there are benefits and "perks" to their 

positions; conduct a long and laborious study that takes time and then develop a 

rationale, a "company line" so to speak, as to why the current conditions are as 

they are and why they probably will stay that way. The 2001 Institutional 

Climate Report still records as a "Challenge" the need to "Conduct salary/salary 

Equity studies and design an action plan to implement the results." The action 

taken this year is to "review current class/comp program, targeting areas needed 

for improvement." In addition, there is also the challenge to 'Initiate an RFP to 

hire an external consultant to conduct study." In the NCA Self-Study, the College 

responds to the same issue by calling for a Classification and Compensation 

Study, 

The College has embarked upon a comprehensive Classification and 
Compensation study using the analytical services of an independent 
auditor to ensure market equity and proper classification of position in a 
changing environment. The College has already set aside $250,000 in 
anticipation of upgrades in the first year, and expects subsequent 
additions to that figure... to help adjust salaries consistent with 
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recommendations of the study...Human Resources formed an executive 
committee of thirty employee representatives who helped select a 
consultant to conduct the $1.5 million study. Every administrative and 
staff employee of the College was asked to fill out a questionnaire 
describing his or her duties. Peer groups were invited to meet with the 
consultants to help regroup employees with common responsibilities and 
skills. Employee involvement with the process has been very positive...By 
July 2000 the position classification specifications will have been 
completed. By December 2000, a proposal to realign the College's 
workforce will be presented to the College's Board of Governors (p.56). 

As a footnote to that project, in June 2001, after announcing the results of the 

Compensation and Reclassification study, and the subsequent pay modifications, 

there was a protest at the June 15th Board of Governors meeting. Because 

while Administrators received hefty raises, some up to $12,000 annually, some 

staff actually received pay cuts, the reasoning being it was percentage based (10 

percent of $80,000 is more than 10 percent of $24,000). Yet, in the Summarv 

Findings of the 2000 NCA Self-Study, First Pick claims, "During the last three 

fiscal years, employees have received across the board accumulative increases in 

pay, totaling 14 percent. Adjunct faculty earn pay that is competitive with their 

peers..." 

Obviously, First Pick paints an illusory, more optimistic picture than the 

actual experiences of its personnel, nor will the institution speak with the candor 

that the situation warrants. 

A long-standing and unresolved issue lies in the use of part-time 

personnel. In the earliest document of Phase Four, the 1991 College District 

Strategic Plan, it is recommended, "The administration and faculty should 
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develop a clear, consistent rationale for appropriately employing associate and 

part-time staff." There is a related item In the 1994 Strategic Plan, "In 1989/90 

associate faculty accounted for 70% of all active faculty and taught 

approximately 55% of all course sections" (p. 15). 

One of the institutional "Challenges" resulting from the 1996 Institutional 

Climate and reported in the 1998-2003 Executive Summary also links to the 

subject of part-time and associate personnel at First Pick. The challenge is to 

"Develop and implement an action plan to convert appropriate temporary and 

adjunct positions to regular employment status." There are two respondent 

activities. The first is to "Fill or eliminate all temporary positions which have 

existed for 3+ years with same incumbent." The attached comment is that this 

"prevents abuse and misunderstanding of those employed in a temporary 

status". The second recommendation is to "Review the part-time temporary 

labor force and the need for conversion to regular employment". A tail comment 

notes that "Equity issues may be of concern." This is a mild understatement. In 

the 2000 NCA Self-Study document, First Pick reports on what its review has 

revealed, 

One notable example of a concern dealt with College's practices in 
employing temporary workers. A focus group interview with one 
employee revealed that the individual had worked full-time for the College 
for 16 years in a "temporary" position... those positions do not carry 
benefits and have limited opportunities for involvement with the college 
community...the College's employment practices for temporary employees 
was seen as a high priority for action (NCA p. 104). 
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The entire matter of Adjunct faculty represents an "Achilles Heel" In First Pick's 

"...commitment to creating an effective environment and meeting human 

resources needs...demonstrated by ongoing practices and events" (NCA 2000, p. 

56). The college has clearly been unable to do this. In the NCA report, they 

claim that they withstand the national trend to hire more part-time faculty, 

rather than full-time, 

Instructional Faculty comprise a priority in recruiting by the College. As 
recently reported in the Chronicle of Higher Education (Jan.28, 2000) a 
'trend toward hiring fewer full-time professors and more part-times is 
continuing' due to the failure of state legislatures to maintain funding for 
colleges at a pace matching rising costs in higher education. Nonetheless, 
[First Pick] has set the goal of maintaining of a ratio of 50:50 for full and 
part-time instructors, despite facing the same economic challenges and 
constraints that are driving this national trend. Though there is occasional 
temporary flux due to retirements, [First Pick] has in fact met this goal for 
its credit courses...making it a national leader in this regard. This, in 
conjunction with the College's retention of Faculty for significant periods, 
is a key contributor to instructional quality and consistency at the College 
(Self-Study). 

This is not true. Numbers from other college documents consistently indicate 

that adjunct faculty numbers constantly hover at least twice as much as that of 

full-time faculty. Moreover, in the case of the Best campus, the figures for 

Adjunct faculty climb as high as three times the number for full-time faculty. The 

1994 Handbook for International Students offers some "interesting numbers", 

stating that there were 342 Full-time faculty on the Best Campus and 1,222 

Adjunct faculty. While the 1997 Fact Book also cites the numbers as "Best 

Campus employed 10 administrators, 189 full-time faculty, 383 adjunct faculty. 
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144 regular institutional support staff, and 354 temporary support staff. That this 

is an institutional habitual pattern is borne out as well in two tables reproduced 

here from the 1997 Fact Book with data for the years 1993-1997, consecutively, 

Table 15. 
Distribution of Best Camous Emolovees bv Year bv Employment Category 

Group Fall 1993 Fall 1994 
N N 
% % 

Administrators 11 :% 10 :'j% 

Faculty: 
168 16% 166 -.5% 

fnstructional 
Educ. Support 2.1 2% 25 2% 

•:..[-5l "Mil :yi. •8% '•9-( 17% 

Time ^ -

Acjunci 384 3.-.% 39Q 34% 
Total Faculty 575 • 53% 581 51% 
Full-Time 319 309 

Faculty 
Equivalent 
Support Staff: 
•fola: Reyula' 132 •; i'2% " i r , 1.3% 

lemp: 375 , 34% 393 35% 
Temp. 149 1.3% 138 12% 

Help t 
Work 219 2G% 246; 7?% 

Study 
Add. 7 1% 9 1% 

Com p. 
Total Support 507 • 46% 542 48% 
Full Time 296 321 
Support 
Equivalent 
Total 1,093 1,133 100% 
Employees j 10C% 
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Table 16. 
Distribution of Best Campus Employees bv Year bv Emplovment Category 

Group Fall 1995 Fall 1996 Fall 1997 
N N N 
% % % 

Administrators 10 1% 1% 10 :%  
Faculty: 

171 15% 168 15% 166 16% 
Instructional 
Educ. Support 26 ?% 24 2% 23 
Total Full- 197 17% •92 17% 139 18% 
Time 

Total Adjunct 421 36% 397 35% 383 35% 
Total Faculty 618 53% 589 52% 572 53% 
Full-Time 314 306 307 

Faculty 
Equivalent 
Support Staff 

i h'M- Regular 141 " 146" " 13% 14''^ " 13%" 
12% iilSS'lIf 

T"oi.ai ler^-p. '<92 393 34% 354 33% 
34% 

Temp. 
Help 

156 
V-% 

_36 12% 140 13% " 
-

-
• 

Work 225 222 192 13% 
Study 19% 19% 

Add. 11 35 22 2% 
Comp. 1% 3% 
Total Support 533 

46°/ 
539 

47% 
498 46% 

Full Time 306 322 305 
Support 
Equivalent 
Total 1,161 100% 1,138 100% 1,080 i.Oj% 
Employees 
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Of six entries in the Institutional Data and Research Reports in the 

Strategic Plan of 1991, the second goes on to discuss the Utilization of Associate 

Faculty, "Two studies were completed regarding the use of part-time faculty by 

the College. The Associate Faculty Ratio Report recommended four ways of 

measuring utilization: headcount; faculty load hours, course hours, and sections 

taught" (p.15). Even if the figures for the NCA statement derive from computing 

by faculty load, this would still not bear out the 50:50 ratio. Full-time faculty 

members expect to carry approximately fifteen load hours per semester; an 

Adjunct a maximum of six load hours per semester. In that event, the number of 

load hours for full-time faculty would only be marginally higher than those of 

Adjunct. Moreover, it is difficult to verify that all Adjuncts do carry six load 

hours, rather than less, which would alter the numbers again. The College does 

admit to a constituency group left unattended, "Surveys of associate faculty and 

department chairs have shown that associate faculty constitute a powerful 

College resource but that the College needs to attend to serious issues of 

compensation, affirmative action recruitment, and support systems" (p.15). 

Yet little changes over time. In the 1998 NCA Focused Visit 

Recommendations, it asks First Pick, "Clearly communicate the nature of the 

contractual relationship between the College and the "zero-dollar" adjunct 

faculty...An explanation of this reciprocal agreement is in the new 2000 contract" 

( NCA 1998 Focused Visit Advice and Suggestions, p.21). 
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First Pick admits there is also some struggle to achieve perceived and real 

equity in the college when it comes to distribution of resources, and creates yet 

another "set of formal principles and processes" to deal with it, a model/program 

called the Internal Resource Allocation Model (RAM), 

Given the size and complexity of the institution, a second challenge relates 
to developing a fiscal allocation model that is responsive and equitable. 
Currently there is general concern that funding allocations may, at times, 
be unevenly distributed among College division for supporting common 
programs and services at various sites. A more sensitive system is 
required that can account for fluctuations in resources available and in 
conditions of institutional programs. In order to address these concerns, 
the College has undertaken to develop an objectively rational model of 
distribution-the Internal Resource Allocation Model (RAM). The model 
seeks to make use of logical, representative workload standards and 
formula measures to evaluate program outputs and needs against current 
resources in order to make equitable distributions (and to capture various, 
complex factors that may not have been recognized under the prior 
budgeting processes)." Implementation will occur for the 2000/2001 fiscal 
year (p.47). 

Criterion 2 of the NCA Self-Study requires, "The Institution has effectively 

organized the human, financial and physical resources necessary to accomplish 

its purposes" (p.43). 

In discussing Institutional Climate in the responding NCA Self-Study of 

2000, there is the assurance, "Institutional Climate was an item of concern 

across a variety of employee groups. When Chancellor Querran assumed 

leadership o f the District, one of his first priorities was to fully address these 

issues" (NCA p.102). 

In the same document, the NCA Evaluation Team has thirteen 
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recommendations for First Pick Community College. "Resolve Issues of 

Institutional Climate" is the primary suggestion listed. Circumstances and the 

environment have not changed much by the time the 2000 Climate survey was 

re-administered to personnel (See Table 17). 

The scales have not varied on some items. Throughout the four year 

period from 1996 to 2000, four categories stayed exactly the same; Co-workers, 

Diversity, Supervision, and Job security. Only two categories increased, that of 

Innovation, by one point, and the Work Itself by two points. Every other scale 

decreased. Some scales dropped a few points but remained in the "Average" 

category such as Working Conditions, Stress-Free, Benefits and General 

Contentment. Other scales had been marginally in the "Average" category and 

the loss of just one or two points pushed them into the "Low" category, such as 

Working Conditions, Top Leadership, Feedback, Planning, Quality, and the 

Overall Index. Once again, as in the 1996 Survey, the college, in reporting 

survey results are not consistent in using "agree or disagree". I invert the results 

to indicate the larger percentages, and these are included in bold within the 

table. 



Table 17. Survey Scales of Overall Employee Ratings 

Very high=above 60, High =56-60, Average = 45-55, Low=40-44, 
Very Low= below 40 

Survey 19 20 
Scale 96 00 

Work Itself 51 53 
Working 45 44 
Conditions 
Stress-Free 51 48 
Co-Workers 48 48 
Diversity 49 49 
Supervision 47 47 
Job Security 46 46 
Promotions 41 40 
Feedback 45 43 
Planning 46 43 
Ethics 44 42 
Quality 45 42 
Top 45 42 
Leadership 
Pay 39 37 
Benefits 53 49 
Innovation 47 48 
General 51 49 
Contentment 
Overall Index 45 43 
(Source; 2000 Survey) 
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Table 18. Survey Items Most Favorable To Employees in 2000 Survey 
The Work that I do is Important. 95% agree 

I enjoy my work. 94% agree 

On my job, I use a wide range of skills 90% agree 

Our organization has a diverse membership, 
including people with many varying personal 
characteristics and backgrounds 

84% agree 

My job is dull and boring 83% disagree 

Least Favorable Topics to Employees 

Our organization has good performance 
appraisal system in place. 

16% agree (meaning 84 % 
disagree or find it lacking.) 

I admire the way our organization handles 
questions of right and wrong 

16% agree (meaning 84% 
disagree or find it lacking.) 

New projects here are usually well planned. 16% Agree (meaning 84% 
disagree 

Many of my co-workers are under a lot of 
job stress. 

15% Disagree (85% agree) 

If I do a good job, my chances for 
promotion are good. 

16% agree (84 % disagree) 

A visible, clearly stated planning process is 
used to guide our future actions. 

15% Agree ( 85% disagree) 

We are not paid as well as people with 
similar jobs in other organizations. 

5% disagree (meaning 95% 
agreed) 

The harder you work here, the better you 
will be rewarded. 

9% agree (meaning 91% 
disagreed!) 
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Changing items on a survey changes the results. However the College chooses 

to delete certain survey items in the 2000 report that were included in the 1996 

Report, and include new items, items that are clearly representative of their 

enamored relationship with planning. A fact they did not mention in the 

Introductory statement to the 2001 Report that states "the same nationally 

standardized survey instruments used in 1996 for ...employees were 

administered again in 2000" (p.l). One item was deleted, "Change comes slowly 

here, people would rather do things the old way." They add three items, related 

to ethics and planning, in its place; 

• I admire the way our organization handles questions of right and 
wrong. 

• New projects here are usually well planned. 
• A visible, clearly stated planning process is used to guide our future 

actions. 

Unfortunately, including those items did not improve the overall survey results. 

In fact, the scores are just as low as many other scales, so that the newfound 

fervent faith in planning fails to ameliorate or provide relief to the climate. The 

scores for these three items, in the table below, in addition to those that remain 

the same in the 2000 survey compare to the 1996 items. 
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Table 19. ComparinQ Survey Responses: 1996 & 2000 
Survey Item Most Favorable to Employees 2000 1996 

The Work that I do is Important. 95% Agree 92% Agree 

I enjoy my work. 94% Agree 89% Agree 

On my job, I use a wide range of skills 90% Agree 86% Agree 

Our organization has a diverse membership, 
Including people with many varying personal 
characteristics and backgrounds. 

84% Agree 84% Agree 

My job is dull and boring 83% Disagree 79% Disagree 

Least Favorable Topics to Employees 

Our organization has good performance 
appraisal system in place. 

16% Agree 17% Agree 

I admire the way our organization handles 
questions of right and wrong 

16% Agree Not in 1996 

New projects here are usually well planned. 16% Agree Not in 1996 

Many of my co-workers are under a lot of 
job stress. 

15% Disagree 17% Disagree 

If I do a good job, my chances for 
promotion are good. 

16% Agree 17% Agree 

A visible, clearly stated planning process is 
used to guide our future actions. 

15% Agree Not In 1996 

We are not paid as well as people with 
similar jobs in other organizations. 

5% Disagree 10% Disagree 

The harder you work here, the better you 
will be rewarded. 

9% Agree 8 % Agree 
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In the year 2000 survey, the most favorable items all increased in score, 

indicating that the satisfaction with their individual jobs were still high. However, 

when the items broaden to include questions relating to the institution, only one 

item went up one percent point, (The harder you work here, the better you will 

be rewarded." went from 8% to 9% in agreement), every other item shows a 

decrease in satisfaction from 1996 to 2000. The item that shows the largest 

change in percentage is related to pay, from 10% disagreeing with the 

statement that" we are not paid as well as people with similar jobs in other 

organizations", to 5% in 2000, indicating that 95% percent of the individuals 

responding to the survey, agree with that statement. The way the institution 

explains the scores is to say. 

These change scores are simple mathematical differences from baseline 
1996 values to current 2000 values. Changes in ratings reflect an 
increasing or decreasing attitude about a particular topic from baseline to 
current time, or they may reflect responses to a new circumstance. 

Just as in 1996, the major results from the year 2000 Employee survey 

show that there are no "Topics of Celebration". Under "Topics of Concern in the 

year 2000, the College states that there is "room for improvement" with Working 

Conditions, Top Leadership, Pay, Promotions, Feedback, Planning, Ethics and 

Quality." Grouped by Gender, "Men and women gave low ratings to Top 

Leadership, Pay, Promotions, Feedback, Planning, Ethics, Quality, and Overall 

Index. Men also rated Job Security Low and women rated Working Conditions 

low." 
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Grouped according to type of employee position within the college, the following 

table indicates which group rates which items "Low". 

Table 20. 
Ranked 
"Low" 

All 
Employees 

Admin. Full
time 
Faculty 

Adjunct 
Faculty 

Educ. 
Support 

Regular 
Staff 

Pay X X X X X X 
Promotion X X X X X X 
Quality X X X X X 
Stress-
Free 

X 

Working 
Conditions 

X X X 

Top 
Leadership 

X X X 

Feedback X X X X 
Planning X X 
Ethics X X X 
Benefits X 
Job 
Security 

X 

Overall 
Index X 

X X X 

In the Institutional Climate surveys from both 1996 and 2000, the fact 

that an individual garners more "topics of concern", the longer they stay at the 

college, speaks to evidence of a slow acting toxicity, the unfolding of an 

unbalanced interaction that can only be experienced through the gradual 

revelations of a long-term relationship. Those individuals who stay at the 

institution longer than eleven years are basically unhappy with everything! 

There is not so much discontentment about the pragmatics of pay and benefits 
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as with feeling at odds with the Ethics and Leadership of the college. In the 

campus newspaper, (March 7, 2001) report on the Institutional Climate quotes 

the Director of Assessment Research at District Central Office as saying, 

Interestingly enough, the longer employees work at [First Pick] the more 
negative their responses are of the college. People here less than one 
year are still in the honeymoon effect. The longer you are here at First 
Pick, the lower you rate the college. There is almost a linear drop in the 
ratings based on the amount of time you have spent at this college. 

The college self-reports about the Institutional Climate in the 2000 NCA 

Self-Study in ways that camouflages the truth of the situation. 

Some findings of the survey were particularly noteworthy. Perhaps most 
surprising, the first Institutional Climate Survey revealed that employee 
satisfaction with their jobs in almost all areas was within one standard 
deviation on the mean of all community colleges sampled. Since the 
perceived level of morale was one significant trigger for doing the 
Institutional Climate Survey, this finding generated much discussion. One 
important outcome of the Survey, then, was to counter widespread beliefs 
that employees were generally unhappy with their working environment 
with actual evidence of job satisfaction among almost all employee groups 
within the College. 

The College, in speaking only to the one category of the Survey that did not have 

a low scale rating, makes it sound as though employees were happy with the 

totality of the institution. When in fact, their immediate tasks directly relating to 

teaching or student support. Is the ONLY thing employees are satisfied with, 

while they are categorically unhappy with everything else in the college. 

Best Campus- when the report comes out... (hands me Institutional 
Climate again) We're updating that now, because NCA is here, we're doing 
a self-study. I don't know to what degree, because it's not the old self-
study that I was involved in, it's different. It's all distant. A distant self-
study. You know they haven't come to me, or talked to me about it, or 
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any of us, about anything. But it will show that our morale is very low, 
that our satisfaction with the job is very high. That our wanting to teach 
and liking...loving the profession is still very high, but everything else is 
low. Upward nnobility, pay, satisfaction with the administration is low, with 
the structure, is low. All that is very low on the scale. In other words, 
satisfaction is below the 50th percentile, is touching on the 40th 
percentile. The longer you're here, maybe that's not in the detail of the 
climate report, but the longer you're here, the less satisfied you are, the 
less satisfied you become. And the drop-off is about the 15th year. 
That's when the satisfaction level drops (Interview). 

Yet, the college obscures that fact in the report. 

In the February 2001 Results report, the Institutional Climate Task Force lists 

the same fifteen Challenges from the 1997 matrix of institutional challenges. In 

April of 2001, just a few months later, the Institutional Climate Task Force (ICTF) 

sends a letter to the College community listing a summary of concerns that they 

find extend across the entire district. These concerns reflect the critical 

environmental problems and issues that arose in the 1996 Climate report, issues 

that are also noted by the NCA evaluation team in 2000, but that are still 

ongoing without resolution, in 2001. These include: 

• Need pay increase. Pay is not market competitive. 
• Need career ladders and promotion opportunities. 
• Continually changing benefits package is disruptive to quality health care. 
• "Face-to-face communication with administrators difficult because of their 

meeting schedule. Little opportunity for effective listening, quality 
feedback and action. 

• Frenetic pace of the college driven by central office where "everything is a 
priority" disallows time for critical thinking. 

• College micro-management leadership style of some administrators 
reinforces an "us versus them" division between administrators and 
employees. 
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• Need 360-degree evaluation process for faculty/staff to evaluate 
administrators. 

• Move toward a philosophical balance between the economic model and 
humanity, (Decisions are too data-driven and lacking in collegiality.) 

• Employees need to become empowered for greater participation in 
decision-making. 

• Respect and utilize the knowledge of senior faculty and staff in college 
planning before assuming outside consultants are more knowledgeable. 

This illustrates the same concerns exist over time, unresolved and once again, 

the college's response is to act on paper, but not experientiaily where the 

problem occurs. The College consistently neglects to address certain situations, 

whether the NCA urges them to or not. 

In the discussion of results for the 2001 Institutional Climate Report. First 

Pick merely expresses, 

When all employee ratings are considered together, the overall trend 
toward lower ratings for the institutional climate between 1996 to 2000 is 
troubling. Clearly, certain locations and employee groups have complex 
issues that must be systematically addressed. The concern for better pay 
persists as the common denominator for all employees surveyed. It will 
continue to require attention, as does the need for effective 
communication. Further, the College may need to consider other 
institutional climate measures that are more specific to higher education 
environments. There is much work to be done by all of us to help 
improve our institutional climate (p.9). 

Chancellor Querran still maintains a sense of pride in the process of the 

Institutional Climate Surveys, though issues remain unattended, 

[With] the Institutional Climate Study, First Pick Community College is 
one of the very few institutions I know of that has been willing to take the 
temperature of its institutional climate... I am proud that this institution is 
willing to openly examine the warts and freckles and to make progress 
toward correcting them finter -Office Memorandum from Chancellor 
Querran. dated February 27, 2001). 
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In the Institutional Self-Studv Report 2000 subnnitted to the NCA, the College still 

not address issues of concern, but rather assures that they will continue to 

measure the malcontent, and that in itself constitutes integrity. While In fact, 

not addressing issues honestly and forthrightly lies at the core of why the 

category of Ethics is always rated so low. 

It is difficult to condense for purposes of this report the impact the 
Institutional Climate Survey has had on the College community. It is 
significant to note that the survey is now built into the College's internal 
assessment of institutional effectiveness and will be repeated at regular 
intervals...Results will be benchmarked against the 1996-97 cycle to learn 
if interim efforts have actually resulted in improvements in the institution's 
climate. Given the time, budget, and level of priority the Institutional 
Climate Survey has been given, it stands as an excellent example of the 
College's commitment to integrity in its relationships and practices 
(p.105). 

The College acknowledges the resultant unease felt as changes rocking through 

the college, 

[First Pick] College is an institution in which many of the faculty and staff 
have spent a substantial percentage of their working careers and 
understandably feel a strong sense of ownership. Institutional memory is 
long and those who have been at [First Pick] the longest have not always 
met subsequent changes with universal approval. Several administrators 
have been hired from other institutions during the last five years. During 
this time, significant systems innovations with demonstrated nationally 
benchmarked efficacy has been incorporated changing the face of [First 
Pick] Community College. The mixing of the old and new [First Pick] 
cultures is a significant challenge that the College community is 
addressing. Campus climate varies across the District but it is an 
important goal for the administration to encourage participation and 
discussion in College-wide goals and processes (Institutional Self-Studv 
Report 20001. 

There seems to be a pattern of rhetoric, of speech without action. Back in the 
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1994 Institutional Effectiveness Series, the college vows, "[First Pick] Community 

College acknowledges that the lifeblood of any educational institution is its 

personnel, who alone can provide services, conduct evaluations and planning, 

and carry out the improvements that define the character and quality of the 

institution." 

However, there is also a clear discrepancy between what is stated by 

those in leadership roles and what is actually felt and reported by constituents 

within the college. The College District Newspaper reports. 

Concerns about employees and student satisfaction have been raised in 
light of the recent results of the Institutional Climate Survey...employees 
rated the climate of the college quite poorly. The state of the Best 
campus today is excellent,' said Best campus president..at his recent state 
of the Best campus speech (3/7/2001). 

In the NCA Self-Study of 2000, the College insists that it recognizes its 

employees as, 

... our "human and intellectual capital"... our most essential resource in 
meeting our educational purposes. This level of awareness is reflected in 
part by the College's decision to elevate the top Human Resources (HR) 
position to the level of Vice Chancellor- a commitment to both hiring and 
serving qualified staff, faculty and administrators (their emphasis) (p.55). 

Yet, those sentiments have to be questioned when First Pick College claims, as it 

does at the end of the NCA Self-Study in the section on Integrity in Communitv 

Relations and Publications, 

Given its past history, the College is particularly sensitive to and 
scrutinizes issues of integrity in governance and administration. Indeed, 
many of the changes currently being implemented are a direct result of 
the College's prioritization of integrity. The implementation of the current 
5-year goals will ensure that the College meets its purposes. The 
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Institutional Climate Activities Matrix is an on-going effort to improve 
student and employee satisfaction and to ensure that the College is aware 
of specific issues of concern Meet and confer has been a long
standing practice in which input from employees is gathered regarding 
personnel policy and is now improved to the satisfaction of all parties. 
Items posted for governance review are presented to the Faculty Senate, 
Staff Council and Student Government before going to the BOG. The 
administration makes significant efforts to keep these governing bodies 
informed of all major developments impacting the College. Publications 
are reviewed for accuracy and completeness; improvement of the content 
of College documents is an on-going effort. ...In short, the College is 
diligent in its efforts to maintain integrity in its relationships and practices 
(p.105). 

In actuality, from all observations, little changes over time. The 2001 NCA 

evaluation team makes the following recommendations for First Pick; they sound 

very familiar now, 

• Attempts to improve timelines and accuracy of communication and 
information dissemination should continue. 

• Improve communication regarding opportunities for faculty and staff 
participation in planning and management activities." 

In an interoffice memo from Chancellor Querran, he acknowledges that First Pick 

is a "work in progress". 

First Pick Community College is one of the very few institutions I know of 
that has been willing to take the temperature of its institutional climate. 
That 1996 study produced a list of "improvements needed" as well as a 
matrix of activities to address the problems. Steady progress has been 
made, but always, more is needed. We are currently undergoing a review 
of the original study with a focus on where we are today. I am proud that 
this institution is willing to openly examine the warts and freckles and to 
make progress toward correcting them. Even now, issues are being 
addressed... And while we have instituted Brown Bag forums and First 
Pick Connects to improve communications, more is still necessary (Inter-
Office Memo from Chancellor Querran, February 27, 2001). 
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Voices of the People's Experience 

Despite the claims of the college that "The administration has been highly 

sensitive to the concerns of all of the College's employees and has undertaken an 

independently analyzed longitudinal Institutional Climate Study" (Self-Study 

2000), the environment recorded by the Institutional Climate Surveys, and the 

lack of response to those results by the Administration are echoed in the 

experiences of those individuals I interviewed. Several respondents spoke to the 

contributing factors, recognizing the sheer size of the organization and the 

distance of the administration, 

...the sheer size of the institution makes any significant change very 
difficult. I use to say as an administrator, 'If I want to get something 
done at First Pick College, I have to be willing to work on it consistently 
for three years, just to see it start.' And then once.., if it hasn't become 
visible within three years, then it's not going to happen. And if it is visible, 
it's just beginning to develop (Interview). 

The institution's gotten really big. And the administration, especially the 
central administration, has sort of pulled itself away... I kind of feel that 
the attitude is that they now are more here for themselves and not for 
you... With a lot of the administration, not necessarily the administration 
on campus, but the administration at District. 'We're here to dictate what 
you're supposed to do. You're only supposed to do what we say. Because 
we're the big bosses. They don't really mingle. They don't come and 
mingle with us. You know at one time we were all sort of a big happy 
family. We knew everybody. I doubt that they even know portions of the 
people that work here, on any campus. They might know some of the 
long-time people, like I've been here. They MIGHT know me. But the new 
faculty. I don't think they have any due. 
[MJ- Was that a gradual process?] Well, it's because the administration 
has gotten too taken away, you know? And the size has got a lot to do 
with it. But I think it's the administrative attitude - This is what we're 
doing". You know the attitude hasn't been for some time at the college-
'we're here to serve'. You know they lip service, - we're here for the 
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students'. But instead of being- 'We're here to serve', it's always been, 
I'm here to control'. 
[MJ- And what do they try to control?] 
Us... Most of the attitude upstairs, the type of faculty or the type of 

people who migrated to that office is-they have the attitude I'm building a 
career. I've got to do everything to make me look good. Any decision 
that's going to be in my favor I will make it, any decision that's not in my 
favor, I will squash. 
[MJ- Would you say that indicates...the college as a community or merely 
as...?] 
As a stepping stone. [MJ-Are you saying they look to leave?] 
"Some of them. Some of the long term ones, they like that power and the 
control, you know? I'm in this place and now I can control it." 
[MJ- So what do think it their "bottom line"? We care about...?] 
"We care about our jobs. We care about what kind of a picture I'm going 
to make. And little do they realize, you wonder why they don't realize it, 
because it happens all the time- that a good sergeant in the army is the 
one that makes his soldiers feel really good. And then they support him. 
That's not been the concept here. The good administrator is the one who 
can muster the most control, and control the most people (Interview). 

The constant push for the institution to grow and increase FTSE is also a factor, 

a form of pressure on faculty. 

It's because the Administration says we're holding you accountable, you 
have to grow. That's it. And so they're saying 'if you don't grow, we don't 
get money, we can't get the things we want. And YOU'RE the reason that 
we're not growing (Interview). 

We're expected to provide service longer hours. So we're open until 7pm, 
four nights a week. In the summer we used to be on a four-day work 
week, and that came into being from the 70s with all this conservation 
and we had this whole crisis over energy, so they closed down the college 
for that one day and we went on the four-day work week. Well, we did 
that for how many years? Twenty years. The new Chancellor comes in 
and says well you know what? We're not accessible to our community. 
We need to be here when they are ready to come. So that meant we had 
extended hours. We now work the five-day work week in the summer. 
We work on Saturdays. We're out at malls. So you see that even though 
our base has not grown, I mean as far as staff, and operations...but the 
expectation to serve is greater (Interview). 
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This expectation is substantiated by Querran himself in our interview, and this 

Learning Academy is a far cry from the Institute of President Mullover, 

We run every new faculty member through a learning academy. When 
you come to First Pick it is mandatory you go through this Learning 
Academy. It's not about handing keys out or where your parking spot is, 
it's about the values of this institution. It's about the focus on students, 
student learning. Because we want you to know as a new faculty member 
these are the values and the expectations of us. I know you're going to 
get an orientation at the water cooler by your peers. But we don't talk 
about "we" and "they". We don't talk about the good guys and the bad 
guys. We talk about students and student learning. And that's what we 
expect of you. I personally go and walk through the Mission of the 
college. Sentences and verbs, I say These are not just words.' For 
example when we say we provide 'open access' let me translate that for 
you. That means we're going to offer classes in the evening. That means 
we're going to offer classes on the week-ends. You may be asked as a 
faculty member to work in the evenings or on the week-ends. Because 
our mission is to provide access, anytime, anyplace. This is what that 
translates into in terms of an impact on you as a faculty member. This is 
why you came to First Pick. So when someone asks you to do this, don't 
ask why, don't be surprised... We have that expectation (Interview). 

Querran sees it as "self-serving to not understand the college's "open access" 

agenda, seeing it as distracting from serving students. 

Is this going to enhance students and the environment we have here for 
students? Not your self-serving needs or my self-serving needs, but 
students. The fact that you took a job to sell real estate and you don't 
want to teach afternoon classes or evening classes, hey Melissa, that's not 
a concern. I'll try to work with you, but we're going to have evening 
students taking your class, have access to your class, afternoons. Now 
you can choose to either take part-time or a full-time load, but you are 
not going to dictate when those classes are going to be offered to meet 
your individual needs. That's an example. We're here to serve students 
and the community. Not to serve ourselves (Interview). 

It is not only the increased amount of work that faculty feel, but also the time 

pressure to perform in incrementally smaller bits of time, working against any 
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form of humane modes of production, 

[MJ-What are you asked to conform to?] 
"Time. A lot of deadlines. Turnovers. I got my 45th day roster which tells 
us how many students are really in your class and gives us the federal 
monies for the coming year, to make our budget. They gave us two 
days to turn that in. I remember the time when it used to be a month. A 

schedule, a class schedule for next year is usually due within a month of 
our return to the beginning of a new semester. We used to have months 
to figure out schedules and slots for faculty and staffing. They want 
everything faster, and they want everything to be much more 
accountable. They want us to be made much more accountable for 
almost every aspect of what we do and the turnover is a lot quicker than 
ever before. ..So we are always reacting and responding to deadlines very 
quickly. The Administration doesn't mind that it's very hard, that we don't 
have the time to sit down and actually talk as a group about what we feel 
about ideas and what we feel is the right direction. We don't have that 
much time. If we don't meet every week, and most people don't meet 
every week, one person has to make the decision. And that's the way the 
structure is set up; Hierarchical power. The Department Chair is the one 
who has to review anything that happens, that is directed to be reviewed, 
even if it's a minor thing. Someone may be writing you up; you don't 
particularly have to know who the person is. The Dean might know 
before you do what's going on. 
[MJ-So in terms of people-oriented processes and timeframes.... What 
runs it?] 
Administratively driven, from the Administratively driven campus that's 

the way it's formed. 
[MJ- And what is the institutional cultural value being shown?] 
Absolutely predatory, as far as I'm concerned. [MJ- That's a strong 
word.] 
The people who are there, who work within that situation would agree 
that the environment is predatory. In other words, you better do it, and 
you're going to have a two-day turnover or a week turnover. It better be 
done. And you better get the agreements or you better leave. Now he 
doesn't say "you better leave", it's just that it's on a memo...You look at 
the date of the memo, and when you got the memo and then when it's 
due. What we're getting is the same model...it slows down choice 
(Interview). 

Despite the "one campus" motto espoused in institutional documents. 
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From 1990 to 1995 the Board also passed or revised 23 policies 
significantly imprinting a single College philosophy. The significant 
aspects of these objectives were that the College began to plan and 
budget as a thinking learning system, rather than a loose confederation of 
competing campuses (Institutional Self Study 2000, p.7). 

The college itself admitted to the competitive climate, although they are now 

assuring that it is in the past, 

In the past, campuses competed for Human Resources but the 
Educational Master Plan, and the Comprehensive Organizational 
Development goal now provide a framework within which to determine 
allocation of positions. Together with the Program Review process, a 
vehicle for faculty input into human resources needs of each subject area, 
these planning processes have shifted the college away from a culture of 
power struggle between campuses to a culture of data-driven 
management (Self-Study). 

The theme of competition that concurred and reinforced this predatory concept 

was that the push for growth and FTSE resulted in a fierce inter-campus 

competition that was fostered by the Administration, 

Well from a campus perspective, the effort at providing a cooperative 
climate is on the surface, a sense of openness, trying to manage 
resources so that they can be used in a manner that is beneficial. But it's 
very different under various presidents and chancellors and all. But we've 
got a competitive model among the campuses, that Presidents and 
Chancellors, some try to address it, others are happy with it because it 
perpetuates the Turkish concept of the "Feast of Shwere", where these 
competing factions are brought together just to compete. You know if 
you go into a Chancellor's Cabinet meeting and there are five campus 
presidents there, well in their minds the five presidents are saying "you 
know this pot should be divided up five different ways." And then one 
president, the Best Campus president, says 'wait a second, we've got 40% 
of enrollment... why should we only get 20% of the resources?" And so 
you get that conflict... In fact this particular administration has been good 
at pitting campus against campus." 
[MJ- What would be the goal of that?] 

Well, competition. Competition brings more enrollment, and more 
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enrollment brings more money. So if we can pit you against each other, 
instead of having us working as a team, they have us working in directs 
odds against each other. ... if you have to go out and work for students 
and recruit students, they hold you accountable for it. You're going to 
work harder and you're going to get more. Then they use that old thing 
about 'well this is what they do in businesses'. But little do they realize 
that they don't put two McDonalds next to each other and say 'alright- sell 
more hamburgers.' They disperse it, they put them in areas where they're 
NOT competing with each other (Interview). 

"Well one of the things that's pretty evident to people who work here is 
that there is a lot of competition and conflict... between the campuses, 
especially since we are getting more and more new campuses, I mean 
two new ones! There's the Passage and Squall campuses. That makes 
six! ... and Best Campus was the first and it's always been the largest. 
And always, ever since I've worked here, ever since the other campuses 
have started there's been this animosity towards Best from the other 
campuses, you know, because we are the largest, we get the biggest 
budget. It's always like that...That's just the way it is. But there a 
certain...a little bit of resentment a lot of time, on all levels. Say that 
you're a librarian at this campus, or another, we have the bulk of the 
business. I mean, from our perspective, we're racing around like mad all 
day, and if we go down to the other campuses it seems quiet and 
peaceful! And I've even heard Deans say that, 'Well I'm the whatever at 
this campus... the one at the other campus has the same job title and 
makes the same amount of money as me, but I works four times as hard!' 
And that's the way it is. There's sort of this myth of equality among our 
campuses, and I think it's a myth! But it's kind of like you're the worse or 
the meanest because we're the biggest. It's kind of like "Ow!" you 
definitely feel it like when you go to meetings and stuff (Interview). 

There's a big competition there! [MJ- Really?] 
Sure! For dollars! [MJ- So then, with all of these campuses, are they 

really different?] 
YES! This is the original campus, Best, so it is the largest, and then you 
have the others. So...well I'll just say there's always competition for 
students. You want to offer courses, convenience, location. 
Well, you try ...in the sense that you're trying to draw more students to 

your campus. So the hiring of individuals, what your campus offers. 
Sunrise campus is the only campus that has a pool! That pool is the 
partnership with the city or county, I can't remember which one, that they 
built an aquatic center. So First Pick offers classes and that's another way 
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of means getting met. So that the college itself doesn't totally maintain it. 
So they partnered, and that's the way (Interview). 

The competition is not isolated to a general campus rivair/, but also inter-

campus departments, 

What they've done is they've pitted campus against campus, so if you 
were to go over and ask the science people about the [Central] campus 
and its people, they would really bad-mouth them and say 'Oh those yo
yos, you don't want anything to do with them.' And that's not good 
because we really should be working as a team....You would think there 
would be meetings called together and say 'o.k. everybody come 
together. We're going to decide what do we need to offer in science? 
What would be the best? What campus should offer what? But the 
totally opposite...we're offered to compete against each other. 

Some individual spoke to the consequences of the competitive element. 

See, in a system like this, [they] pit campus against campus and... bring in 
Administration that says, 'We are the controlling factor.' But you should 
bring in an Administration that says 'we're here to serve. How can we 
better help you; how can we work together?' And I really think that if 
those two things were changed, you'd see a lot of differences here at the 
college. But as long as they see us this way, there's going to be more of 
this. And quite frankly, there have been faculty that have left, or they 
retired. They weren't going to, but because of the climate, they just 
decided, 'you know, I don't need this. I'm just going to leave...And in a 
way that's kind of sad because you would like to think these people have 
had a good career. They would like to stay around, they're good faculty, 
they're contributing...but that's not it. So well anyway, now you know the 
atmosphere! (interview). 

"My guess is that if you interviewed people on the other campuses, there 
is an apprehension about the Best campus. I guess because we were 
always the biggest...there is the idea that we try to bully; we try to run 
the College. [MJ- Is that the reputation?] 
"Yes. And there's probably some truth in it. We had more faculty than 
any other campus, than all of the campuses. [MJ- How does one campus 
bully another?] "Pushing for more funding, pushing for a new Instructor 
in Psychology on the Best as opposed to a campus that wouldn't get one. 
And some of our leaders feed on that... So they would say that we're one 
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college, made up of many campuses, but then they foster 
competition...And in fact, kind of put kerosene on this inter-campus 
rivalry. Let you fight it out, let you duke it out. And then we'll come in 
and we'll make the decision. But you bloody and batter yourselves in the 
process (Interview). 

The antagonism is not really confined to campus rivalry. There can also be 

enmity even within a single campus, 

MJ- What about the notions, the ethics of respect and freedom? How do 
they act through the environment here- or do they? 
Faculty to student or people to people? [MJ- People to people.] 

(He pauses and exhales heavily)... Well it's safer when you stay with you 
own kind. In your own department, in your own divisional areas 
(Interview). 

In addition, leaving your original campus is tantamount to isolation and 

ostracism, 

When you begin to cross over other turf boundaries, other campuses, for 
instance, they operate differently. Most people stay on a particular 
campus. When you're transferred...It's the gulag situation. So those who 
stay here are a little more comfortable here. If you go out to other 
campuses, people would go with a reputation that you came from this 
campus and you would be a dissident (Interview). 

In conjunction with the competitive atmosphere are the feelings that there is 

little or no infrastructure or support for their efforts. The situation could be a 

matter of material classroom needs or a matter of basic respect. These feelings 

came from multiple levels, whether staff or faculty, 

[MJ-What about support here at work? Do you feel that you get support?] 
"Being staff- no. I don't know why there's so much difference for staff. If 
it weren't for staff sometimes nothing else would get done. So if they 
would value staff a little bit more, it would prove to everybody that 
somebody cares. And it's that non-caring attitude sometimes that just... 
You know you can do your very best year after year after year and then it 
comes to a point where you say- who really cares? Why am I killing 
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myself? Who really cares? And I guess I just feel like when I was 
growing up that a lot of people cared; my family cared, my extended 
family cared. And you feel that it's going to carry on into the work force 
and it doesn't. 

[MJ-Do you feel that people need support?] 
"Yeah- you need to know that you're doing a good job. I mean you don't 

have to be patted on the back every single dav. but once in awhile-
someone to say "Hey you did a great job". Just to know someone is 
acknowledging what you do." [MJ-Have you ever gotten that?] 

"It depends on who the administrator is. Currently in place I see the 
Administrators dealing only with their own top level people. Never with 
people who are in the front lines. I see that person-an Administrator- not 
acknowledging staff like they should, for what they're worth. It's just 
coming back to the same old thing of 'respect one another'. And know 
that all of us are capable of many things... I think just... treat me like you 
would want to be treated o.k? And you know, it's just that simple. 
Because if you treat that other person like you want to be treated, that's 
showing a lot of respect. You're showing that you really feel that person 
has worth." [MJ- So an individual's worth- for it to be recognized is 
important?] Yes. [MJ- And what are some examples of where that's not 
displayed here at work?] 
Not all people- just maybe with Deans and above, some of them. 
Because you know they carry their positions in their heads and they think 
that everything has to be their way or no way. And they think that 
usually the staff- which are the minorities falling into the staff range- that 
they have no value. And they don't treat them as individuals, you know? 
Because everybody here has some worth and ever/body here has some 
expertise in something. If we were to work as a team- that could be very 
forceful. We could get a lot accomplished (Interview). 

"They [administrators] really think, yeah, that they're doing the right 
thing." [MJ- Do they ask the constituency if it's the right thing for them?] 
No, sometimes in cases it's just a decision. The 'father knows best kind of 
thing' you know? So in one sense that is what the climate is...For 
instance, we'll get put in a bind, trying to deal with administrative 
decisions that have been made, whether it's on closing a testing center or 
on doing some remodeling on the library. So I think sometimes decisions 
are made for economic reasons that impact the educational process. For 
instance In our area. Math and Sciences, because so many of our students 
end up transferring to the university or other four-year institutions, most 
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of us gear it up and put on our syllabus that we will have a 
comprehensive final exam. Well, in the whole movement and remodeling 
process, they wanted to move us right at the start of our final exam week. 
And I said 'How does this affect the educational process, especially when 
the time difference was so slight?" So they started knocking out walls, 
about a week after that, but three days later and they could have had 
everything done without the cost to the educational process, all that 
moving..." [MJ- And they could have waited three days and allowed you to 
finish your finals.] 
Oh sure, sure, and without being over budget or anything. I mean if we 
had asked them to wait three weeks or something (Interview). 

One year I came in and they didn't have a classroom [with desks] for me 
to teach. So, I said 'I'm not going into a classroom and make apologies for 
the fact that we don't have our desks set up, we don't have our 
computers set up. So I came down and I set up all the computers myself. 
THEN! Then they got all upset with me! "You're stepping out of your line! 
You are not supposed to do that! That is not your role!' 
[MJ- They didn't say Thank you?'] 
They didn't say thank you at all! They said That is not your role- You 
have done it wrong!' You Know? And I said, 'Well I have to face the 
students! If I don't have a classroom set up, how in the world am I going 
to teach? Well that's not your role- that's Administrations role. So, you 
ask me- is it there- is support there? NO! No. I mean you're talking to me. 
But you could probably go to ANY faculty and you would hear their gripes, 
and they might explain it in a little different way, but it would be the same 
(Interview). 

[MJ- So in terms of being a faculty member for 29 years, do you feel that 
there is an expressed care for the work that you do?" 
"No. 
[MJ- The work that you contribute to the college, your contribution to the 
students?] 
(Shaking his head)"... well on a personal level, probably you can meet 
the Chancellor and he can be very cordial, but then a deadline is due, and 
what has to be done, so it doesn't matter. There's a tighter turn around 
that won't allow a consensus. You don't have enough consensus time to 
produce the decisions and the outcomes for quality... The cutting back of 
monies that are allocated to promote improvement in education, it is 
narrowing all the time (Interview). 

I asked about the toll this environment takes. 
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[MJ-Does it matter to you that the environment is like this? I mean, how 
does that impact you?] 
"Well- it makes me count my years. How many more years I can do it, I 
mean actually do it; With optimism, energy. But I count every day. There 
was a time I didn't. I sat back five years ago and said "twenty-five years!" 
I sat there and said 'Oh my god! So it's been five years now that I've been 
counting. And during that period we've been trying to increase the full-
time faculty hiring, but at the same time faculty are retiring. So it's really 
not increasing the numbers. Salaries are not competitive enough to bring 
in people like me, from another college, here. The salaries are laughable. 
You can no longer bring them in...Oh, most of us will just retire earlier 
than we would normally have retired. People just sort of shred away, just 
a little earlier. You don't have that many 30-year people here anymore. It 
won't be that kind of a job and I think the administration doesn't mind 
that. It's not really an individual decision; it's more a corporate or 
hierarchical decision (Interview). 

A RESPITE might really be nice for some consolidation and some, FINALLY 
in my mind; paying attention to how can we better educate the people! 
Not just give them a computer, which seems the way we're going now. 
'We'll make you a better student- HERE!' (thrusts his hands out like 
handing someone something) "Take it! I'm not going to be here much 
longer...Probably not too much longer. But it's partly the institution. It's 
time. 111 be sixty-two and I've taught forever...and so it's been a long 
while. So, let's let somebody else try. I kid [that] over the years, we've 
tried everything so we're now to the point where we're trying things that 
we've tried before but don't now remember. And they don't work any 
better! (Interview) 

You know there are reasons why you're attracted to teaching, because it's 
surely not money. One of the reasons that you're attracted to this area is 
you have a feeling that you like to be able to help people. And as a 
teacher you gain that satisfaction because you do help people...And it's 
been a good profession. I'm now sort of at the upper end of my 
profession, and I look back and I say it hasn't been bad. But when you 
ask me what kind of relationship we have now, I can tell you it's pretty 
poor. When you ask me what it has been in the past, I can say that I 
really think that right now is probably the worst it's ever been (Interview). 

It wears on the morale. It depletes all your resources, yourself. And you 
have to find within yourself. How am I going...where...I mean you have to 
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have some satisfaction...from this? But yet, you know when we are asked 
to continually do more with less, just with anything else, you start to run a 
little thin. And people are sometimes reluctant to step forward and to 
volunteer or offer to do it. It affects your morale... But you tell yourself, 
'No. No, Just come to work and do what you gotta do (Interview). 

I was talking to [someone] over in Student Affairs and we were talking 
about our careers in education. We both agreed that...I used the analogy, 
'We're like a rock in a river. No matter how strong you are, eventually the 
river is going to wear you down. What discourages me is that I don't think 
you can change [the environment] significantly when it gets this big. And 
I also don't feel that you necessarily make your best contribution by trying 
to change it. After a certain point your energy Is just not going to be 
geared towards that. And at this point, in terms of my life, my joy is in 
doing other things...I think ...I'm tired. I'm tired of doing this..." (he is 
silent) (Interview). 

The demands just to stay current with responsibilities are all consuming, 

especially if they are interested in any project of diversity. 

It would be normal, not anymore, but it has been normal for me to be on 
five committees. It's normal for me to be on a search committee every 
semester, of every year. (He makes motions with his hands of spreading 
out)... it's normal for me to be working on a mission between several 
different committees simultaneously. [MJ- And what does that do to 
you?] 
It's draining, draining. It's a draining mission, number one because the 
system does not have the flexibility. As it's grown it's lost flexibility. Our 
reward is a loss of flexibility and a corporatization of our mission. [MJ-
And what does it do; take into account to feed and nurture?] 
I will never, ever get a creative teaching award. Never, ever get a faculty 
appreciation award, I will never get an award for my diversity efforts... 
[MJ- Why do you say that?] 
Because my mission is not to create a public relation tier or level or 

platform, but rather to achieve a goal that we've always needed to 
achieve. It's not that it's above and beyond, like if you're a counselor, 
they'll give you an award for human relations in the community, because 
that's what you do...but if you are going into the other areas, diversity, 
you are perhaps against the mission of the Chancellor or the Cabinet, 
because you are becoming a dissident. They say 'Nobody told you to be 
on 4 or 5 committees, nobody said you had to say yes to every screening 
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committee'. Every screening committee that they pleaded with you to join! 
You didn't have to have your name kept on a standing committee for ten 
or fifteen years. [MJ- But do you feel it's important, in terms of your 
viewpoint, for you to be there?] 
(Nods his head over and over again) But also personally I think that 
anyone who does that is asking for martyrdom, is asking to be the 
sacrifice, because you wear down, there is no relief for you, in sight. [MJ-
There's nothing in the system that feeds you?] 
It takes... (Interview). 

The overall consequence of such an environment is that individuals feel a definite 

lack of respect, inclusion, or even basic acknowledgement. There is an eclipsing 

of self that acts as a form of suppression, with some responses being more 

blatant than others. 

Well, under the current administration I don't think I have any voice. I 
don't think most faculty feel they have any voice. Now, I'm not pinpointing 
this at any local campus. I'm pointing at the District... For example, many 
of us do not like the way they are shifting some of the programs. So we 
said that- to what avail? (Interview). 

I don't think I'm viewed as a person at ail. I think lip-service is paid to 
that. [MJ-So you're values are...?] 
They are not understood or heard... And once again here, I see no 

division between the way capitalism. How does the CEO of a company 
view his workers? He'll SAY he views them as human beings, in practice 
he views them as units. He fires them and hires them. In the Industrial 
Revolution in England, how did the factory owner feel about his workers? 
There were no health benefits, there was no medical care, there was no 
protection against...if you think about the conditions in the flagrant, 
rampant Industrial Revolution, of course they're much more subtle here. 
But remember, none of us have EVER had any job security (Interview). 

I asked my respondents about the notion of an ecosystem. I gave my analogy 

that personnel are just like finite natural resources and asked how they thought 

they were viewed by Administration and the Board, "I believe we are. 
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increasingly, getting the impression that we are highly renewable. That is to say 

that we don't work enough, we don't work hard enough..." (Interview). 

Chancellor Querran, when asked about the Institutional Climate Surveys 

and the responses to the series displayed a degree of self- rationalization, 

... we're not afraid to measure ourselves. There are very few presidents, 
for example. Chancellors, that would take an Institutional Climate Survey. 
We, [at First Pick] do it. And it says some things that bother me. But the 
point is that at least I have enough courage and the institution has 
enough courage to ask itself what's going on, how do people feel about 
these issues? [MJ- Did the Institutional Climate surveys surprise you in 
any way?] 
No. Do I want it to be better? Yeah. But I also know that when I stretch 

people, when I stretch the institution, when I step on your toe, you're not 
going to like it. When my coach made me run up and down the stadium 
stairs and made me go until my tongue was hanging out and I didn't think 
I could go any further. And it wasn't enough, and they kept pushing me 
and pushing me, I didn't like it, and I didn't like them. And I didn't like the 
process. In retrospect I was pleased... but not at the time. Because I was 
in my comfort zone (Interview). 

Querran was also a bit defensive, seeing work satisfaction only in a material 

sense, concerned with the physicality of furniture, nuts and bolts, 

[MJ- Do you think in an organization...maybe this is something you work 
towards... that everyone should be happy? 
(quickly) NO. [MJ- No? Because you're pushing them beyond their 
comfort zone or what?] 
I think...depends on what ...what is happiness? If you're unhappy in your 
family situation and you bring it to work, that's not my responsibility. I 
can empathize with you. But so many times people...There's a lot of 
variables about happiness. If it's systemic, if there's a problem, if there's 
a sliver or a spring in the chair and every time you sit in it bites you, we 
need to fix that. Now if there's a spring in the chair that you're sitting in, 
I can fix that. The fact that you've got a sore tush because you fell on 
your roller blades on the week-end going down the river, and you resent 
being at this meeting because you have to sit on your tush, that's not 
quite my issue. I can't fix that. You chose to go roller-blading. If you fall 
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on your tush, don't blame the institution because you don't like the chairs 
because your tush hurts (Interview). 

Ultimately, it seemed to me that Querran was abdicating, 

[MJ- In terms of climate, as the Chancellor, what is your role in 
"instituting" institutional climate?] 
"First, I believe you have to have enough self-confidence in yourself, not 
be insecure, to be able to go ask the people what they think. But the 
institution has to understand, I told the people, This is not a report card 
on me.' Because each and every one of us has the responsibility...if you 
don't like the report card, you own that as well as I do. Don't lay it on 
me! What did you do to improve that? You and your individual reactions 
each day as a custodian, or a secretary or the Dean, the President or the 
faculty. What did you do? You contributed to that. If it's not good, you 
own it! Don't look at me, you're not tagging me. Because how many 
times do you see me during the course of a year? You're dealing with a 
lot of other people. And I tell the presidents on campus, 'Hey, this 
reflects not on me alone, it reflects on you. It reflects on all of us.' And I 
broke it out by units so that we could see how your unit varied versus my 
unit. And what were the issues? And I said, 'You need to own this. You 
need to work with your team and your folks to improve. Never mind what 
they're doing over there. You've got to take care of the institutional 
climate at your place. I'll take of the systemic ones, we will do it 
together. But you've got to be accountable for yours. And as an individual 
member of the First Pick family you contributed. Don't be pointing 
fingers. I can't solve your personal problems. I can't solve problems at 
the Daybreak campus. Indirectly, I can impact them, but not directly. If 
there's problems out there, you guys own them. All of you own them! 
Your leaders own and you own them. Too many times people just say, 
'Well, it's him, or her.' (Shakes his head) Nah, nah, nah. Now, I have a 
little different philosophy, that's why I'm not so insecure (Inten/iew). 

Chancellor Querran also seemed to imply that college constituents should be able 

to create a humane environment despite the actions of leadership. 

So I guess the most important thing on the institutional climate is to get 
the people to understand that we ALL own this and to stop laying it...The 
inclination in the history and the culture at First Pick and at other 
institutions, it to blame the person who sits in this seat. (Points at his 
chair) I have tried to say, 'Hey, it's not the person who sits In this seat. 
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IN SPUE of the person who sits in this seat, you can have a good 
institutional climate. And you need to own this. If you're going to go ding 
ding ding you've got to ask yourself, what have you done to contribute to 
that? What has the Chancellor done, when you go into your classroom, 
every day, day in and day out, that he directly has impacted you? Is it 
really the Chancellor or is it your department chair? Or is it your Division 
Dean? (He laughs a bit) (Interview). 

One individual I interviewed felt that the Chancellor and the Administration DID 

have an impact on him in a day to day manner that was out of his control. 

Oh, we've had a real rough time this semester. The students...in fact 
one faculty member said 'you know' he said 'half of my class has 
dropped... because they're saying why should I come? I took a computer 
class and I'm not even going to get to use a computer.' So I don't know if 
we can resurrect those students or not! But then the other sad thing is- it 
gets out- that we don't want to take a computer class at that campus 
because they don't have any computers! And you know this thing didn't 
have to happen. And the Central Administration said 'Well, you know it's 
not our fault. - It's YOUR fault. Is it my fault I didn't build a second 
classroom? It's MY fault that we finally got approval for computers and 
then they slapped a price on them that forced them to go to the Board? 
It's MY fault that the Administration decided not to order them on time or 
somebody bogged up? You know, that's the whole idea. If they were here 
with a service attitude, concept, they would say it doesn't matter whose 
fault it is- let's get some computers! Because students are waiting! Lets 
get the computers! But their attitude is- 'hey if they created the problem, 
let them solve it (Interview). 

When asked about the overall culture of the college, one respondent perhaps 

summed it up best, 

(very excitedly) "Chaos!! Maybe that's the overlying theme! That's right, 
things are changing constantly, mandates and memos are flying... The 
comings and goings... I thought about this. I thought you would ask if It 
all boils down, has one era been more disruptive. And it just seems that, 
except for that little period with Marcos, and maybe one other one I can 
think of, it's almost been CONSTANT chaos! There's been comings and 
goings and firings and hirings. There's new campuses. We have fiscal 
crises. We didn't even get into that! Crises ebb and flow. It seems like 
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there's ALWAYS some kind of problem! Many of us would have liked to 
have seen more focus on 'How can we better educate students?' 
Sometimes it seems, almost out of necessity, that they're always saying 
'we'll do that right AFTER...after we build this building or right after we 
handle this fiscal crises or right after this new president gets developed... 
[MJ- But tomorrow never comes?] 
That's right (Interview). 

And contrary to what Querran stated as his emphasis on community and 

students, even certain Administrators do not see that follow through. 

So I think that my point is that in an institution of this size, that has so 
many units, the culture is dispersed. And so to have a profound change, 
from one value system to another, especially when you lack consistent 
leadership, is going to be well nigh impossible... And I think that unless 
you have leaders who are OF that value system, that says, 'Students are 
important, the community is important.', we need to serve our 
communities; we need to see that the lives of our students are becoming 
better and therefore they are making greater contributions to make the 
community better.' Unless your leadership believes in that, then it's not 
going to happen... I don't see that happening (Interview). 

This is directly in contrast to what Chancellor Querran believes has been 

achieved, 

[MJ- You have announced that you are going to retire. When you look 
back over your tenure here at First Pick, what does bring you the most 
satisfaction?] 
"I think that the institution is grown closer to the community. I think that 
the community feels good about the institution. I think the institution, in 
general, you know there are the yips and yelps about different issues, but 
I think the institution itself has a sense of pride over their 
accomplishments. I think that we're doing a better job of focusing on 
students and student learning and we're looking at it in a more critical 
sense and a more definitive sense (Interview). 
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Representational Diversity 

Chronologically, the first document that portrays aspects of 

representational diversity also most clearly shows its uses. The Annual Report of 

Institutional Grants-Fiscal Year 1995/1996, December 1996 demonstrates that 

First Pick College uses projects and programs that focus on diversity to draw in 

money, projects such as a workshop to preserve the Yaqui, Tohono O'Odham, 

and Navajo languages. Of four major new grants awarded to the College that 

year, $100,000 came from the Hispanic Association of Colleges and Universities. 

These grants draw on multiple levels of funding, including Federal, national and 

local resources. The report states that by level of funding, the trend is for, 

"Federally funded grants continue to contribute a rising proportion of the 

College's external support, reaching $113 million or 94% of all grant dollars in FY 

1995/96." While there may be little or no dispute that the grant dollars and 

programs do serve and help their intended "targeted populations", what is most 

notable is that these programs and those like them, designated for specific 

populations are never built into the infrastructure and funded through "hard" 

monies, though the college states that each program "directly benefited 

students, faculty, staff and the greater community." The following table shows 

only the grants pertaining to minority populations or women for one year. Of the 

total grant funding for the year, there were only two grants that did not have as 

their focus minority, economically disadvantaged and/or women participants. 
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The State Board of Directors for Community Colleges funded the first one, and 

the State Humanities Council funded the second, (see Table 8) 

Table 21. Annual Report of Institutional Grants Fiscal Year 1995/1996 
Source/Title Amount Purpose 
U.S. Dept. of Education $11, 081, 900 
Talent Search 265,033 To provide drop-out prevention 

and career activities...for the 
Pascua Yaqui Tribe and the 
College. 

Upward Bound 240, 352 Provides special educational 
opportunities for high school 
students through a partnership 
among the Tohono O'Odham 
Nation, the Pascua Yaqui Tribe 

Project Summit 57,505 Provides training to about 50 
pre-service and in-service 
teachers selected from four 
targeted [state] school 
districts. 

National Endowment for 
the Humanities 

$25,000 

Southwest Indigenous 
Languages Workshop 

Two-week Southwest 
Indigenous Languages 
workshop for Yaqui, Tohono 
O'Odham & Navajo Tribal 
College & University attend to 
preserve the languages of the 
three Tribes. 

Women in Progress- Single 
Parent/Displaced 
homemaker Program 

$36,232 Provides child-care & job 
placement in the Displaced 
homemaker Program. 

Apache Culture $425 Program featuring "Reflections 
on Apache Culture" 

Celebrating Mexican 
Heritage 

$175 Program featuring "Songs my 
Mother sang To Me" 

Summer Program for 
Chemistry related careers 

$14,000 Summer program encouraging 
disadvantaged students to 
explore chemistry-related 
careers. 
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A Hispanic respondent, working in Student Services, also noticed the 

dependence on soft funding, 

I don't feel that they're doing anything. It's all talk. The talk a lot about 
doing things and they're always creating these grants that they write for 
minorities, to help them. I never see the product, an end product. It's 
always that it's through soft monies, it's never institutionalized. I feel 
sometimes that when they come through and say "I'm writing a grant for 
minorities..." Please! Don't say it one more time! I don't want to hear it. 
That's the way I feel- because I have not seen anything done (Interview). 

Another large educational grant, received in 2001 from the U.S. 

Department of Education, came under the Title V. awards. Given to Hispanic 

Serving Institutions (HSIs) in higher education, these allotments intend to 

expand the services and Improve the graduation rates of Hispanic and low-

income students. First Pick designed a web page specifically for the five-year 

Title V grant project, called "Realizandos Suenos" or Realizing Dreams. The 

college calls receiving the grant a "transformational event" that is meant to 

address "...the highest of the institutions development plan- to increase the 

success and retention and graduation rates of the student population." 

The methods outlined to achieve the above-mentioned goals are 

• Basic skills curriculum revision 
• Student support services 
• Faculty/staff development 

The next document to discuss representational diversity is brief. In May 

of 1996, as mentioned earlier in another section. Chancellor Querran revises the 

Mission Statement of 1990. However, many of the sentiments and phrases are 
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taken directly from the first 1990 Mission Statement, such as the phrase, 

"Through the composition of its work force, the College will to the greatest 

extent possible reflect the diversity of the Community it serves."(#11/ p.l8). 

This now acts as a Mission Indicator of Success and amends only slightly to 

read," First Pick Community College students and employees will reflect the 

diversity in the community." 

Both Institutional Climate Reports, the first in 1996 and the second in 

2001, state that the sample of employees used in the surveys are "... stratified 

by gender and ethnicity, and proportions of these groups in the sample match 

proportions in the entire group of employees." They also disaggregate the 

survey results by gender and by ethnicity for each section of the report, such as 

Topics of Celebration or Topics of Concern. 

Gender- women and men agree that Working Conditions, Pay, Ethics, and 
Promotions need improving. Women are also unfavorable about 
Feedback, and men note Top Leadership, Ethics, and Quality as needing 
attention. 

Ethnicitv- All groups are concerned about Pay, and most agree 
Promotions needs attention. African American employees also add 
Diversity, Top Leadership, and Ethics. Asian American employees are also 
unfavorable toward Top Leadership, Job Security, Ethics, and Quality. 
Hispanic/Latino employees perceive Job Security and Ethics as needing 
improvement. Anglo employees also suggest working conditions. Top 
Leadership, Feedback, Planning, Ethics, and Quality. 
Summary- Men reported slightly greater dissatisfaction with Pay than 
women. African Americans gave the categories of Pay and Diversity the 
lowest ratings of any group. Hispanics and Anglos gave Pay a low rating 
also. Native Americans gave Pay a moderately low rating while Asian 
Americans gave Promotions its lowest rating (p.6). 
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As mentioned in the discussion on environment, Phase 2 of the 

Institutional Climate project invites personnel to discuss the survey results. 

These focus groups categorize and invite participants according to several 

different representational groups, there is a group by ethnicity, for example, 

African American, Hispanic, etc. and by gender. 

The college does keep a tally of representational demographics. It is a 

legal requirement, necessary for all federal funding. The table below shows the 

distribution of employees by ethnicity, but it also indicates the comparative ratio 

of full-time faculty to part-time, or Adjunct faculty. It is evident that there is not 

a 50:50 ratio as claimed by the college in other institutional documents. 
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Table 22. 
Distribution of 1997 West Campus Employees by Employer Category by Gender 

GROUP 
Men 

Women 
Not 
Reported 

Total 

N % 1 N % N % N % 
Administrators 5 53% 5 50% 0 Q-: 10 100 

' % 

Faculty: Full-Time 
Instructional 
Educational 

84 51% 82 49% 0 CS 166 LOO 
%. 

Support 9 39% 14 6-i% 0 3% 23 
• % 

Total Full- Time 93 49% 
' 

96 bl.% 0 0% 189 iOG 
, 

Total Adjunct 199 52% 184 

CO 

0 0% 383 : 100 
% 

Total Faculty 292 51% 280 49% 0 3% 572 
"D 

Institutional 
Support Staff 
Regular 53 37% 91 63% 0 0% 144 , lOQ 

% 
Temporary 136 i(S% 218 67% 0 0% 354 

•'/o 
Total Support Staff 189 38% 309 6?% 0 C% 498 ' I GO 

% 

Total Employees 
486 445 

% 
594 55% 0 0% 1,080 100 
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Table 23. 
Distribution of West Campus Employees by Year by Gender (1993-1997) 

Fall 
Men Women Not 

Reported 
Total 

Fall 
N ' % • N , % N % 1 :M • -/o 

1993 505 • 46% ; '.)?% 
567 ! 

21 1 2% 1,093 LGL-
1 - " 1 1 % 

1994 519 "16% 1 610 '-4% 4 <;i% 1,133 ' :oo 
,% 

1995 518 -4b% j 643 • 55% 
1 

0 0% 1,161 lOO 
• % 

1996 499 , 44% 637 ' 55% 
i 1 1 

2 <1% 1,138 . 100 

1997 486 45% , 594 • 55% 
! 1 f 

lo o
 

1 
' 

1 o
 

O
 

00 t-H 

The table above indicates that the college may have achieved some balance 

along gender lines. It still struggles, however, to achieve an equitable 

distribution of personnel along ethnic lines. It is also another matter, altogether, 

how the institution responds to groups based on their representational identity. 

The college has two committees specifically geared towards issues of diversity. 

One is district wide, called the Minority Student Issues Advisory Committee 

(MSIAC) and the second is specific to the campus focused on in this dissertation, 

the Best campus, called the Cultural Commonalities Committee. Its charge is to, 

• Develop guidelines for working with issues of diversity inequities at the 
Best campus. 

• Identify campus issues related to diversity. 
• Assess campus/departmental commitment to Affirmative Action/Equal 

Employment Opportunity. 
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• Assess success of student recruitment and retention relative to students 
who are members of under-served groups. 

• Develop a recruitment plan for future campus enrollment opportunities 
and assist in the recruitment of qualified ethnically/racially diverse 
candidates for campus vacancies. 

The Cultural Commonalities Committee is co-chaired; it has one male and one 

female co-chair. The letter announcing the first meeting of the Fall semester, in 

September of 1997 thanks the participants "... for participating on this important 

committee which will be charged with the responsibility for developing a plan to 

assure a Campus Climate which encourages the sharing of our commonalities." 

Many of the same individuals are members of the two committees. This speaks 

to a frequent occurrence in educational institutions, where just a limited number 

of individuals take on the daunting and enervating task of being both watchdog 

and champion for diversity issues. These types of committees and the 

individuals on the committees are often seen as the only ones responsible for 

implementing diversity, and their efforts mean the rest of the institution is free 

from accountability. In addition, those who do this work are often perceived in a 

detrimental manner. 

Also, on the other hand, I am the Chair of this Committee. I cannot hide; 
everybody knows I am involved with that. So somehow people will put a 
"tag" on me...What I have heard... is that in general, in general comments 
are that 'Oh those people are people who like to make waves or people 
who are troublemakers in general' (Interview). 

In October of 1997, MSIAC sent a letter to Chancellor Querran relating an 

episode that illustrates institutional response to representational expression and 
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communication. Three members from the Cultural Commonalities Committee 

had attended a national conference on "Race and Ethnicity in Higher Education". 

One respondent I spoke to who had attended the conference spoke about 

how the effectiveness of measures can be dissipated if the leadership is not 

responsive, 

When we came back, there was again, how do we infuse this into the 
larger structure? Do we try to have values workshops for people to 
incorporate certain things into their curriculum to deal with things? And 
then you have the one who says, 'Nobody is going to tell me how to teach 
my class, I've been teaching for twenty years...' You know we've had 
some discussion, but the willingness, to have people who want to do that, 
that varies so (Interview). 

Subsequently they made a presentation called, "A Call to Leadership for 

Diversity" to the Chancellor's Cabinet. The Chancellor's Cabinet, which is the 

Chancellor and the president from each campus, made a proposal that the 

committee members not make their presentation to the Faculty Senate and the 

Staff Council as representatives from the Cultural Commonalities Committee, or 

as MSIAC members, but rather simply as individuals, "During the Chancellor's 

Cabinet, a proposal was made to these faculty to present their materials to 

Faculty Senate and Staff Council as individuals, not as MSIAC members." 

(Meeting Minutes 10/21/97). Understandably, both committees were concerned 

about the ramifications of such a move, 

A discussion among MSIAC members was held regarding the value of such 
a proposal. The concern among committee members was that such 
important information and recommendations would not be implemented if 
it came from individual faculty members versus a directive from the top 
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leadership, primarily the Chancellor and campus presidents... A resolution 
was passed to hold off further presentations until a charge was made 
from the Chancellor's Office that supports college-wide implementation of 
the recommendations proposed in the presentation. 

To me, it is obvious that these are tactics of division, meant to minimize the bloc 

impact of a group. In the end, however, the committee itself tries to straddle 

the issue, perhaps caught between the Chancellor's preferences and their 

constituency. The committee members proposed a resolution that the 

Chancellor pass a mandate to the First Pick College community supporting 

college-wide implementation of the recommendations from the "Call to 

Leadership on Diversity" document. But, seemingly following the dictates of the 

Chancellors Cabinet, the resolution does indicate three individual faculty 

members made the proposals, rather than either of the entire committees. 

In the next monthly meeting, in November of 1997, the same three 

faculty members made their presentation to the Cultural Commonalities 

Committee, the same one they had made to the Chancellor's Cabinet. The 

minutes described it as, 

the presenters ask the committee to endorse the general spirit of the 
ideas and issues of the presentation through a memorandum to the 
MSIAC...A motion was made to provide endorsement through a 
memorandum to the MSIAC. They also requested input regarding how 
issues and ideas presented need to be addressed at the campus level. A 
motion was made to provide endorsement and support for the ideas and 
issues presented. 

It seems the faculty members, and their presentation are slowly and 

incrementally being minimalized. In December of 1997, the Cultural 
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Commonalities Committee writes another letter to MSIAC. In it, the faculty 

members, now only two in number, once again ask for support for the 

fundamental ideas of their presentation. The Cultural Commonalities committee 

states. 

Please be advised that we support the ideas outlined in the presentation 
and are committed to multicultural diversity at the West campus and at 
District level. 

The presentation "A Call to Leadership for Diversity" state college wide concerns 

on the issues of, 

1. Lack of accountability to institutional diversity issues. 
2. Lack of recruitment/retention programs for students of color. 
3. Lack of institutionalization for minority and interdisciplinary education 

grants. 
4. "Dismal" minority faculty hirings. 
5. Lack of minority representation in key leadership positions. 

Although the Chancellor is quick to claim diversity as a value, and 

representational parity as a Mission Indicator of Success, there is little attention 

paid to those embodied in those representational groups or the concerns they 

want to call to the Chancellor's attention. Moreover, there are administrative 

efforts to weaken their collectivity through tactics of containment. So it is 

somewhat ironic the in both the Report of 1997 and the report of 1999/2000, the 

Mission Indicators of Success list as number one the goal, "First Pick Community 

College students and employees will reflect the diversity of the community." 

Minority faculty of course, notice the discrepancy. 
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Well, one of the things that First Pick is lacking, and I think some 
concerns are now being paid attention to or listened to, that if you don't 
have minority role models in the area of teaching and middle managers 
and top administrators, then there will be no change. I've heard, I don't 
know if it's going to happen, but I've heard in different areas, that that 
concern is also in the minds of certain hiring powers. In the area of 
faculty, and in the hiring powers In the area of administration. So there's 
the hope for me I won't say staff...because as you see, first Pick is very 
good at having staff, low level, entry level staff of ethnic minority or race 
groups. But that doesn't cut it! Those people are not the high pay salary 
people. Those people are not the ones teaching in the classrooms! So 
even though I see them, and they are my friends and that kind of stuff, 
it's not making a difference. So to me, I see in the future, to sum up your 
question, I see that First Pick has a great opportunity to make a difference 
in the next five or ten years (Interview). 

The college is proud to report that their student and employee demographic 

profiles exceed that of the county in terms of ethnic minorities and women. 

Table 24. 
Ethnic Group County 

Populatio 
n 

Students Administrato 
rs 

Full-time 
Faculty 

Full-time 
Staff 

African 
American 

2.9% 4% 10% 3% 5% 

Asian American 1.7% 4% 0% 3% 1% 
Hispanic 24.5% 28% 19% 11% 31% 
Native 
American 

2.6% 3% 5% 1% 2% 

Total Minority 31.7% 39% 34% 18 % 39% 

Gender 
Female 51% 55% 49% 52% 61% 
Male 48% 45% 51% 48% 39% 

In the same document. Mission Success Indicator 7 states. 

The College will identify and implement ways to meet the needs of the 
unserved, underserved, and non-returning students in its service 
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area...Beginning in Fall 1997, the College's Chief Campus Academic 
Officers and Deans of Student Development, using the resource, 
"Recruitment and Retention in Higher Education", will implement 
"exemplary practices" from other colleges that have been successful with 
these populations of interest... In Fall 1996 and Spring 1997, 18 focus 
groups of students and non-students representing these target groups 
identified current barriers to enrollment and academic success, as well as 
ways to overcome their barriers. 

Here is another instance of the strange pseudo-language, where it seems they 

do not want to even say the words "ethnic minority" anymore; they have 

become "populations of interest." It is also noteworthy that in the above 

passage, the barriers to success are "theirs", held to belong to the "target 

groups", a continuation of a "blaming the victim " mentality wherein socially 

constructed and embedded barriers are not attached to the institution, but 

inherent in those who are the other. Yet there is the ubiquitous affirmation 

that, "First Pick Community College us an equal opportunity, affirmative action 

employer and educational institution committed to excellence through diversity." 

In the 1999/2000 Outcomes Report of the Mission Indicators of Success, 

all of the indicators are the same as for 1997. The figures reported have 

changed somewhat, the claim that First Pick's figures are higher than the county, 

rests totally in the Staff category. In all other categories, the figures for ethnic 

minorities have dropped, somewhat fulfilling the declarations of the Cultural 

Commonalities concerns in their "Call to Leadership for Diversity." 



645 

Table 25. Demographics of County in Comparison to First Pick 1998 

Ethnic Group 

1990 
County 
Pop. 

Fall 1998 

Employee 

Fall 1998 Employees by Category 

Ethnic Group 

1990 
County 
Pop. 

Fall 1998 

Employee Students 
Full-Time 
Admin 

Full-
Time 
Faculty 

Staff 

African 
American 

3% 4% 4% 2% 5% 5% 

Asian 
American 

2% 2% 4% 2% 2% 1% 

Hispanic 21% 34% 27% 20% 11% 31% 
Native 
American 

3% 3% 3% 4% 2% 2% 

Total Minority 29% 43% 18% 28% 20% 39% 

Gender 
Female 52% 54% 55% 54% 51% 61% 
Male 48% 46% 45% 46% 49% 39% 

The Executive Summary of the Institutional Climate, 1998-2003, lists as 

one of the college challenges as "Report EEO/Affirmative Action progress on the 

recruitment and hiring of minority by ethnic/racial groups." The activity is, once 

again, a written rather than an action response, a method of recording a 

condition of stasis rather than implementing for changing the condition. This 

report makes no other strictly representational references to diversity in 

discussing the college climate. 

Furthermore, the next document in chronological order, the 2000-2001 

Report to the Governor, published in the December 2000 [First Pick] College 

Bulletin, the official publication of the college, makes no comment on diversity or 

institutional climate at ail. The are only three minor inclusions referencing 

representation. 
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• [First Pick] was included in SuperOnda's list of the top ten two-year 
colleges as a "good choice" for Hispanics. 

• The U.S. Department of Commerce awarded [First Pick] a $500,000 grant 
to support the Pascua Yaqui Connection. 

• The College provided assistance in the development of the Tohono 
O'odham Community College.... 

In the 2000 Institutional Self-Studv Report, there is the expected tallying of 

student body demographics and the inevitable comparison to county population 

to assure the community of parity. 

The population of Metropolitan...is diverse. According to the 1990 census, 
63.7 percent have identified themselves as white, 26.5 percent as Hispanic, 
3.8 percent as African American, 3.5 percent as Native American, 2.4 percent 
as Asian, and 0.1 percent as other. In the 1997-98 academic year, the ethnic 
composition of [First Pick] students is 51 percent Anglo/Other, 35 percent 
Hispanic, 3 percent African American, 4 percent Native American, 4 percent 
Asian and 3 percent have an unknown ethnicity (p.23). 

The document goes on, once again, to draw on the Mission Indicators of Success 

as another substantiation of the college's commitment to diversity. It is Indicator 

Number One, reiterated, "First Pick Community College students and employees 

will reflect the diversity in the community." 

There is also the now familiar statement declaring that the employee and 

student numbers surpass those of the general population of the county. Here is 

an example of how the language of "diversity" has come to indicate simple 

tallying or location of campus. The college says, once again, that it will,"... 

identify and implement ways to meet the needs of the unserved, underserved, 

and non-returning students in its service area." 
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Yet, the successive paragraphs go on to refer to those "unserved, underserved 

and non-returning students", not in terms of the circumstance of historical, 

social, cultural or socioeconomic convention of omission, but as "enrollments" 

and "headcounts". 

The College has reversed stagnating enrollments demonstrating more 
than a 41 percent spike in headcount in credit and non-credit students 
over the 1996-1997 statistics by the addition of First Pick College Adult 
Education (FPCAE) and the Industry Training Credit Approval Process 
(ITCAP) program. Additionally, the College opened centers in both 
northeast and northwest... providing a service point for an underserved 
sector. 

However, a noteworthy effort on behalf of the college is that it, ...is also 

supporting the initial phase of the Tohono O'odham Community College located 

on the reservation and is assisting Santa Cruz County in the development of its 

own Community College "(p.39). The College asserts, that, once again First Pick 

has, "... created an environment that has invited a student body that is 

demonstrably representative of the community as a whole...." and that within 

Student Development Services, the College offers "a wide variety of services to 

recruit and retain targeted populations" (p.65). 

Under Human Resource Planning, there is an anticipated upcoming surge 

of hiring due to the wave of faculty retiring at the 30-year juncture in the 

college's life. Although they do not give any insight as to why this condition 

necessarily exists, they anticipate, "Particularly difficult will be recruiting minority, 

especially Hispanic, faculty and occupational and technical faculty and 
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staff'(p.90). One minority faculty I interviewed hoped the college would chose 

this moment to actually improve representational diversity, 

... Especially now that First Pick is in its 32nd or 33rd year. It's 
anniversary, which means that many of the old faculty are retiring... And 
then it is the time, to either fill up those positions with the traditional 
faculty and administrators, or use the opportunity to fill up those 
positions, and I see it as a good opportunity, with role models of different 
minority groups, in the area of administration, middle management and 
also faculty... So it's for us to see, if First Pick will take that opportunity 
and do it. I think, in my mind, even if they don't believe in this, they will 
do it, or at least do it in a certain percent, actually. Because the student 
population is going to change, anyhow, like it or not. And if they are 
market-driven, like I told you before, they should know how to cater to 
their clients. And their new clients are going to be of different color skins, 
and different cultures and backgrounds. So they would be really, really 
silly if they don't do that. So even if they don't believe it in their hearts, 
they have to do it because they have to believe it in their pockets! [MJ-
Do you think that's what they're going to be driven by? Not by their 
hearts, but by their pockets?] 

I say that maybe 70% by their pockets! And maybe some other 
percent by their hearts. But as long as they do the right thing, that's fine 
with me" (Interview). 

In the early years of the College, institutional documents made clear that 

it was not only Federal mandates impelling representational equity through 

diversity, but it was an institutional imperative as well, of its own accord. Now, 

in the 2000 NCA report, they make a lukewarm statement that the College has 

always "maintained federal compliance by implementing Equal Opportunity and 

Affirmative Action Plans." However, later they do go on to claim that they are 

staunch supporters of Affirmative Action, though it has become "areas" within 

the college that are under represented, rather than the individuals in those 

areas. 
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Within the recent climate of anti-affirmative action, the College has 
remained a champion of the cause and has adopted the motto of 
"Reaffirming Affirmative Action". There are presently two EEO/AA plans 
that are updated annually and approved by the Chancellor's Cabinet: one 
on women and minorities in underrepresented areas, and one on workers 
with disabilities, disabled veterans and veterans of the Vietnam era. The 
first plan outlines the direction that the College will take to fulfill its hiring 
goals for the coming year. It includes plans for outreach, training, 
education, and the hiring process (Self Study, p.91). 

For the NCA criterion that the Institution demonstrate "integrity in its 

relationships and practices," First Pick once again uses a comparison of county 

and college demographics in a section it entitles Eauitv and Diversitv. It is 

unknown whether the NCA determined this category, or whether the college 

devised it itself as a natural consequence of considering integrity in relationships. 

The figures are used as a "...pattern of evidence that [First Pick] Community 

College actively seeks diversity in its academic community." It is not clear, 

either, whether it is an NCA mandate to report the data this way, but it is 

interesting that in this instance, perhaps in the desire to show the college in its 

most diverse self, the college records only "ethnic minorities" under ethnicity and 

leaves the "Anglo" category as "Other." Not only is this an ironic inverse of who 

the "Other" customarily is, but it also illustrates how Anglo can be universalized 

to the extent that it is forgotten that Anglo is also an "ethnicity", and is, in fact, a 

minority on a world scale. The document continues to discuss the circumstances 

of its Hispanic constituency. 
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Because of its proximity to Mexico, [the] County has a large Hispanic 
population. As evidence of the success First Pick has enjoyed in serving 
this group, the March 24, 2000 edition of "Hispanic Outlook" ranked First 
Pick Community College as 12^ in the nation for the number of Hispanic 
community college faculty and 25^"^ for the number of associate degrees 
awarded to Hispanic students (p.99). 

Yet within the college, one of the most obvious aspects of the Hispanic culture, 

such as language, is often negated. 

Well, some of the people here at the college, even some of the people 
that I work with, say that they're not going to support...that they are 
going to vote against bilingual education. That anyone who lives here 
should speak English. Well, my own attitude has always been, how can it 
possibly be anything but an advantage to speak more than one language? 
And I guess I don't understand why, if you live in an area where you're 
constantly hearing another language, why you would have no desire to 
learn it (Interview). 

The category of "Conflict Resolution and Grievance Process" also falls, naturally 

enough, under the heading of Eauitv and Diversity. The procedures for handling 

employee complaints affirms, 

...specific review processes are in place that address compliance with the 
American Disabilities Act, Affirmative Action, the Family Medical Leave Act, 
and other state or federally mandated programs... 

This notion of Equity and Diversity also provides a foundation for Integrity in 

Community Relations and Publications, through the College's, "sound Affirmative 

Action/ADA plan that is effectively implemented..." Additionally, in the Outreach 

section, there is a discussion of diversity, 

First Pick Community College serves a highly diverse population 
incorporating many cultures, ages, income levels, disabilities, and ethnic 
backgrounds. Various programs and practices that illustrate the manner 
in which the College encourages participation in higher education from 
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special populations were examined in tine self-study process. 

In the Institutional Climate Report of 2001, in addition to the stratification of 

employee groups along lines of gender and ethnicity, mentioned previously, the 

college reports a "challenge" associated with EEO/Affirmative Action. Since the 

college seems to have achieved an approximate 50:50 ratio by gender, the 

challenge relates only to the hiring of ethnic minorities where the challenge to 

meet parity for ethnic minorities remains unachieved. Their action taken seems 

vague and unfocused. 

Challenge #13- report EEO/Affirmative Action Progress in the recruitment 
and hiring of minorities by ethnic/racial groups. 
Action- A number of follow-up activities are underway. 

Some respondents felt the college was assiduous in attempting to maintain 

representational diversity. 

In our hiring practices we were always wanted to have a balanced and 
mixed committee members, so that you, we would try and recruit people 
of color. But you see, that's very difficult. [MJ- Because of the 
"pipeline"?] 
Yes, in our hiring practices. Within our own institution we would always 
have workshops and professional development to kind of deal with issues 
with EEO. ADA issues, things along that line. We try and bring into the 
campus the International Women's Conference. Conferences that would 
draw a mixture of students and community (Interview). 

But other respondents felt that the college was not trying as hard as it could 

have to foster or achieve representational parity, 
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We have certainly paid lip service to the basic value of diversity. I guess 
over the years we have made efforts to fulfill or achieve that goal. But, 
you know, it's kind of difficult. We have hiring committees. I've been on 
a number of those. We'll get a hundred and fifty applicants for one 
position...Well, ethnic balance is usually not there...I don't ever recall there 
ever being talk about diversity in the Administration! (he laughs) 
(Interview). 

The importing of new administrators also becomes significant in their lack of 

local culture, 

Well...(long pause) From my background, I bring a very different 
perspective. Number one from my own culture and number two, I'm a 
native [here] all my family has been here for generations, so my roots are 
very, very deep. A lot of the people who work here have been here a 
long time. But my point is that a lot of times our administrators are not. 
So their perspective is very different. And because I know my people, I 
have a feel for, in my community, of what's important (Interview). 

Many respondents also felt that what was important to them was not equally 

important to college leadership. 

Voice of People's Experience 

Some instances of representational diversity have to do with the 

treatment of ethnic minorities within the institution. While this can be construed 

as Environmental Diversity as well, because those who are speaking are ethnic 

minorities, I place these responses under representational diversity. 

At times it is simply the observation that little has changed over time in 

terms of representation. 
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[MJ-You've been here 27 years. You started back in the 70's. Have things 
changed at all for minorities?] 

I don't think so. I really don't. No. There are less and less minorities now 
in higher positions... [Back in the 70's] I saw a little bit more. Yeah- a little 
bit more. Some of them are still around, but it hasn't increased at all. I 
mean in all minorities, not just Hispanics (Interview). 

At other times experience is dictated by the lack of institutional response or 

follow through that would indicate a clear advocacy that .impacts a "minority" 

experience, 

I think at one point here at the campus itself, there was one individual 
that was creating a lot of havoc for minorities. And we were asked to 
write different situations that came about, personally, as well as about 
others that had the same things going on. And we did. And it was said to 
us that something would be done. And so we wrote I don't know how 
many things down, and letters we wrote too. And I guess people looked 
at them, trying to makes decisions on that person, but it never got done. 
[MJ-And how did that make you feel?] 

Really, really bad. Like I couldn't...! didn't trust them. I didn't trust that 
we should say anything anymore. Because this case didn't get to 
anybody's attention. [MJ-what happened when they didn't do anything?] 

I think that it was a confidential process. I don't know how many people 
were involved in the higher echelons. But I just felt like nothing was ever 
done. And we've have incidents where there have been complaints 
against minorities, they get fired. And I feel this really strongly. These 
minorities may have done things that the Administration said merited 
them being fired or dismissed or having them retire. But that one 
individual, who has done so much to minorities is still here, is still working. 
[MJ-So, there's no action against people who act or have done something 
discriminator/?] 

As far as minorities are concerned- yes!! I see them going. But I don't see 
others going (Interview). 

When asked, 'what is the state of representational diversity?' some respondents 

gave an account of their experience as one of maneuvering gingerly through the 
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environment, 

It's difficult. [Some spaces] are there and I will not say, wouldn't say that 
the institution does not provide for the nurturing and development of 
them. But it's not the whole institution, so you see them in pockets. And 
I would say, for example, from the top Administration, from the 
Chancellor, I'm sure he is a person who is willing for that to develop. But 
that doesn't mean that everybody under him will follow his watch, you 
know? So I see this Chancellor as a person who is promoting this kind of 
environment, this current climate. But not because he wants it, but it's 
happening. You need to have a lot of believing in this, that it should be 
permeated through the whole structure of the Administration. And it 
happens in certain areas, but not in all. [ MJ- What if I wanted to find 
it...?] 

Well you have to have your own radar! (we laugh) Because you 
have to be very careful, not too...jut to probe the area. I would say all 
campuses have good areas where you can feel comfortable, but some 
campuses more than others. For example I have the feeling that [one] 
campus is more open to this, just because of things I observe over there. 
[MJ- Because of its location?] 

Its location and also I see...I can tell you that it wasn't that way 
before. So it's happening more so in the last two or three years. So it was 
a change in the administration on that campus that really MADE the 
difference! And I see more people of color over there as instructors, as 
staff, as Administrators, that were not there a couple of years ago. So it 
took a change in the Administration on that campus, precisely. 

The second one is this campus (Best) just because this campus is 
the largest, and it's the second largest in terms of minority individuals. 
Plus, international students, so you cannot avoid having all colors! So the 
second one that I see is a little more open to this is this campus. 

The other campuses, I have to tell you, is a touch and go situation. 
It depends on many factors. Again, you say, how can I perceive it, how 
can I feel it? Well I tend to be very cautious, so I first, I just keep my 
activities to myself. Then I just keep listening, you know, I am a good 
listener. As you know, most people are good talkers! I prefer not to talk 
too much, I like to listen. Then in that you can learn a lot of things. Then 
when I feel comfortable, then I approach the individuals, who after 
listening to them I feel safe with them (Interview). 

Other respondents talked about the climate of "political correctness" and how 

that conceptualization of diversity mitigates against change, 
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Again, I don't thinl< we are changing values, I think we are teaching 
behavior. I think we are teaching successful behavior, more than anything 
else. I don't think we're changing any values...because if you look at 
some of the most prestigious colleges in the countr/, they probably have 
the most serious racial problems, in terms of relationships between white 
students and African-American students. And so, I don't think we're 
necessarily changing values. I think we're teaching behaviors, successful 
behaviors. Certain people begin to understand, 'If I'm going to get along, 
and I'm going to get what I want, I have to act a certain way; I cannot 
insult women, I cannot insult people of color, I have to ACT a certain way! 
That doesn't necessarily mean their value systems have changed... They 
just know not to insult you! [ MJ- So is that a true change?] 

No. But I think that's what's happening (Interview). 

Individuals were not, however, encouraged by this superficial temporary 

approach. It keeps damaging vestiges from the past alive, provides no courses 

of action or plans for the future and in the current situation, takes enormous 

amounts of energy, simply to maintain, 

[MJ- Do you think this is too hard to do? I mean you...can't really alter it 
or really change it?] 

Joseph Wenthdrew, who's an artist, he and I talk a lot about this. 
What we're afraid of is that we're not, in fact, passing the baton. When 
we leave, no one is going to be doing this. There will be no Black artists, 
there will be no Black Counselors, there will be no Black Math teachers. 
And we're bemoaning that fact, but we're not going to expend any more 
energy than we have right now, which is a lot! To make that happen. 
Because we realize that the resistance that the institution is setting up is 
very strong. 

If you look at life holistically, I have been doing this since I was a 
sophomore in high school. Because basically I've had to maintain a 
demeanor of'I have every right to be here.' ever since I was in tenth 
grade. Because the schools that I went to were basically as threatening 
as this environment is to African-American students who go here. So, it's 
not something I've been doing for short-term, it's something that I've 
been doing full time." 
[MJ- O.k. so that brings up another question... So what do you do with a 
culture, mainstream, dominant culture, that at heart, doesn't seem to 
really care about equity or justice. For racial equity, for gender equity...It 
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has become world-wide...What do you do with a culture like that?] 
(long silence)...You live in it. You live in it, you accept it. [MJ- You accept 
it?] 

I believe so. I don't see this trend reversing itself in the near 
future. I'm very discouraged about that. I don't see myself necessarily 
staying in this country... I don't like the direction the country is going, 
especially as it relates to African-Americans. Do you think I want to feel 
responsible for being directly involved in that? Because what I see is that 
we're much more interested in building prisons for Black people...than in 
educating them in this country... So, my view is that your work as a 
person can occur in many different places. So after twenty... what will 
probably be close to twenty-seven years of being in higher education, I 
want to make a different kind of contribution... and not necessarily feel 
that I have to ...stay a college [personnel] too much longer, to make a 
difference (Interview). 

Several individual I spoke to were doubtful that any substantive change would 

occur in "race relations" given the historical and current state of affairs. I asked if 

diversity could take the approach of seeing a universal bond, 

But that means sharing the control, you see? That means that you are in 
power. And that means its not just heart to heart fuzzy, feel good thing. 
It is at the power level, in terms of money, in terms of authority. Sharing 
the power! I mean- Let go! Then I will feel an equal. When you say 
universal, I want to make clear that it includes power. Because when you 
say universal, it is not all "let's hold hands and sing kum ba ya", that's not 
it! Because once they go home, they still have the power and I don't have 
it! [MJ-Why is power craved so much?] 

Oh, because they are afraid. Again it's going back to color. They 
are afraid that this nation...something that will happen anyhow!... 
unfortunately for them... they are afraid that the power will eventually be 
in the hands [of those] who are not truly white people. It's going to 
happen. But they don't want to know it. Or they don't want to 
acknowledge it, is the word (Interview). 

At this point, I believe that many Americans, Anglo-Americans, are saying 
the right thing because it is "politically correct". It is not because they 
really believe in it. So we have to eradicate a lot of racism that I see in 
the hearts of the people and the only way to do that is with proper 
education and exposure to those role models... So you see what I'm trying 
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to say? I'm not trying to blame them all the time, it's lack of education or 
that sense of inequality that is so deeply rooted in their hearts by some 
negative seed...it is still there. That's my point. Because if we are 
stripped of everything, we are just human beings, and everybody will 
strive for the same thing. But it's just the difference in colors, or the way 
your nails are...or whatever! You know? Something that just tells them 
something... But they always thought of themselves as superior. It's even 
in the Declaration of Independence. Two or three of the signers, including 
Benjamin Franklin, remember he was a newspaper person, in one of his 
newspaper editorials, he put it clearly, he believed in the immigration of 
all groups to this country, as long as they are white! So in their minds, 
the founding fathers, they wanted this big country to be the mixture of ail 
cultures and races, as long as they are white! [MJ- There is a difference 
in how the world is viewed...] 

And the reason why is because, they have always had this in their 
hearts- they are conquerors! Something you cannot change in their 
hearts. It's because if I believe that I am superior to you, it doesn't 
matter if you treat me well. I behoove to be treated equal, I deserve 
it...Yeah-1 don't think it's going to happen in the generation who is now 
fifty years or older. I think it could happen with the younger generation. 
It's my own hope, I don't think you can change any people fifty or over 
who have that idea still in their heads. It's so difficult (Interview). 

My own suggestions that change would come only with a change of heart were 

met with some degrees of skepticism. 

Well, that will take a long time. And not in this...I don't think it will 
happen, Melissa, in this country for a long, long, long, long, LONG time! 
Because it's been only 25 or 30 years of Affirmative Action, and I've 
already been hearing or listening to people saying that we have to do 
away with that because there is reverse discrimination, something which 
is totally unrealistic. That is basically, if I might say, it's basically racism 
covered up! So in this country racism is alive and kicking, and the only 
thing it's more subtle nowadays and because of that it's more difficult to 
eradicate. So that means to me, that it will take another one hundred 
years! To have people who are saying something out of there hearts 
(Interview). 

Ultimately, despite the documentation offered by First Pick, it is summed up 

simply as rhetoric. 
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[MJ- One of the things that I look at, I was noticing your little brochure 
out there attached to the wall that says '100 ways to Celebrate Diversity'] 
They're just words, just words... [MJ- There's a lot on paper...] 
(laughing and shaking his head) We have mission statements, every staff 
has a mission statement somewhere in their office to remind us what our 
mission is, what our values are; but they aren't actualized...(Interview). 

Organizational Diversity 

The category of organizational diversity is well represented in a broad 

scope of institutional documents over the Phase Four period. There were sixteen 

documents where multiple references fell under that coding category, providing 

analysis of organizational diversity. A little less than half (6) of the documents 

were created under the tenure of Chancellor Ponweek (1990-1995) and the 

remaining ten were created under Chancellor Querran (1995-2002). Though 

many excerpts from various documents are utilized, to provide even more 

focused examples of Organizational diversity, I concentrate on the college's Self-

Study of 2000 as an exemplar of the structures and behavior of the institution. 

The central purpose of this self-study is to describe the progress of the 
major objectives organized within the strategic goals and, more 
importantly, to demonstrate positive outcomes achieved through the 
enactment of the goals (Self-Study, p.7). 

In addition, discussing the Cultural Commonalities meetings are emphasized. 

Whereas it might seem more appropriate to include this discussion under 

Representational diversity as the focus of the committee is on diversity as it is 

commonly understood, I use it as an example of organizational diversity and how 

structures adapt to and negotiate accepting, rejecting or modifying difference in 
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terms of inclusion and seeking holistic structures of governance for the overall 

health of the institutional body. 

Just as the transition from Ponweek to Querran as Chancellor of the 

college was without the histrionics of previous decades, with organizational 

diversity in Phase Four it is not so much about the behavior of specific governing 

board or personalities, but rather it becomes more a question of institutional 

authorship; whether a singular or collective endeavor could be said to shape the 

college. What are the structures of governance created and how are they 

maintained; Is there a flattening of hierarchy, are authentic communication, 

reciprocity and consensus sought? 

Organizational commitment can often be measured through allocation of 

resources. What is evidenced through the use of First Pick's expenditures and 

allocation of resources? There is a Review process for resource allocation among 

campuses, "The College is currently developing a set of formal principles and 

processes for equitable resource distribution among the campuses." These will 

be included in the Internal Resource Allocation model. (RAM)" 

The table below summarizes expenditures by primary categories for the 1997-98 

academic year. 
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Table 26. Patterns of Financial Expenditures 
Instruction $33,162,816 

Instructional (Academic) Support $12,238,893 

Student Services $ 9,25,192 

Institutional Support $14,557,596 

Operation & Maintenance of Plant $6,596,820 

Scholarships $1,313,696 

Mandatory and Non-Mandatory Transfers $1,682, 161 

Total $79,277,174 

Average Annual FTSE $17,404 

General Fund Expenditures per Annual Average FTSE $4,555 

The area of Fundraising and Development show an expectation of increasing 

levels of revenues for the college through this function, 

The present First Pick Foundation Executive Director is retiring in 
December of 2000. His successor will be expected to expand the 
functions of the Foundation in the near future to: ( of 12 points 
altogether) 

• Develop a comprehensive donor database, research and 
tracking system. 

• Develop an elite donor society 
• Develop periodic publications including an annual report 
• Develop an effective web-homepage for information and 

fundraising. 
• Increase community visibility and philanthropic goals for fall 

and Spring fund-raising events (Self- Study 2000, p.89). 

And under Chancellor Querran, departments and faculty recognize that 

their resources depend on the reporting of outcomes, 

Now we've got a new Chancellor...and his focus is totally different. 
So you see, the culture, I don't know if that would be the right 
word...our environment or focus or direction has shifted once 
again. And again we're wanting to be very customer oriented. 
Now this comes from a business perspective, so now we're have 
this culture of business. If that's a culture, being very business
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like. We are very customer oriented and we look at our public 
relations very closely. Look at your outputs. (Interview) 

In terms of professional development, the College says it is committed to 

provide all of its employees with professional development opportunities such as 

sabbatical leaves, Vi pay leaves and exchange programs and other enrichment 

programs, though the access to those opportunities are sometimes disputed 

through individual experience, 

When I make a sabbatical application, they will not look at all I've done. 
They won't understand or like my writing, they'll say "you're not going by 
the template. We are taking points off because the template is not clear". 
So I get rejected for a sabbatical. [MJ- Have you ever had a sabbatical?] 
Oh yes, I've had two sabbaticals. In twenty-nine years. I had to fight for 
them. Only the first one did I get because they understood and believed, 
and had a sense that we were all in one community. (Interview) 

The college also maintains that there are activities designed to help the College 

prepare for the wave of hiring as employees who began with the College 30 

years ago begin to retire. 

Leadership and career path training will help maintain the balance of hires 
from within the institution and from without. The highly successful 
Faculty Learning Academy and Faculty Learning Community for new and 
continuing faculty, respectively, have become major components of 
faculty development. These activities, together with the ongoing Faculty 
Success Program will strengthen First Pick's solid core of instructional and 
educational support faculty. (Self Study) 

However these methods, too, prove to be actually a very frustrating process for 

faculty attempting to hire quality additions to their departments. 

And in each area I think we have a small measure, a SMALL measure of 
success. But what we usually get is mostly rehire adjunct faculty onto 
full-time faculty who were once TA's at the University, who went through 
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one or two, or at least one degree there. Almost always they've had a 
degree from the University or have had some experience with the 
University. So we're coming into the flavor of faculty that all have the 
same experience. (Interview) 

In the Self-Study, First Pick is introduced as a complex organization, 

....In order to undertake a project the magnitude of a Comprehensive 
Institutional Self-Study at an institution with the size and complexity of 
[First Pick] several committees were established. 

One of the initiatives that occurred in 1997 was a new organizational plan 

called the Curriculum Alignment Unification and Placement (CAUP) program. 

Classification and Compensation Studv 
The College has embarked upon a comprehensive Classification and 
Compensation study using the analytical services of an independent 
auditor to ensure market equity and proper classification of position in a 
changing environment. The College has already set aside $250,000 in 
anticipation of upgrades in the first year, and expects subsequent 
additions to that figure. 

In order for the facility master planning to prescribe the optimal space for 
each campus...Over a three year period, administrators, faculty, and staff 
met to discuss the pro's and con's of the placement decisions ultimately 
leading to policy and procedural language to facilitate the movement of 
the programs (p.9). 

Staff Compensation and Classification Studv 

Human Resources formed an executive committee of thirty employee 
representatives who helped select... a consultant to conduct the $1.5 
million study. Every administrative and staff employee of the College was 
asked to fill out a questionnaire describing his or her duties. Peer groups 
were invited to meet with the consultants to help regroup employees with 
common responsibilities and skills. Employee involvement with the 
process has been very positive. 
By July 2000, the position classification specifications will have been 
completed. By December 2000, a proposal to realign the College's 
workforce will be presented to the College's Board of Governors. An initial 
fund of $250,000 has been set aside to help adjust salaries consistent 
with recommendations of the study. 
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Faculty Compensation Study 
The board of Governors authorized the establishment of a joint First Pick 
Community College Education Association and Management Task Force to 
research and propose modifications to the current Faculty Compensation 
Plan, including the faculty salary schedule, in the 1999/2000 Faculty 
Personnel Policy Statement (FPPS). This joint Task Force presented its 
findings at a study session of the Governing Board. The results of this 
Task Force were submitted to the Management Meet and Confer teams in 
the Spring 2000 for use in the 2000/2001 Meet and Confer process (p.92). 

Some individuals find the process very limiting, 

I think everything is ...oh, how can I word it? (struggling for 
words)...much more sort of regimented. Like right now they're doing this 
classification study and they're studying these jobs and trying to fit people 
into categories that are real strict and having real narrow job 
descriptions...It's more sort of militarized, you know what I mean? More 
structured. I'm not sure why that is, I guess it isn't bad. I guess it makes 
it more manageable, but it does lend kind of a different sort of tone to 
things. (Interview) 

Well, yeah. You see the thing about it is, the Central Administration has 
made a decision that we don't have an equal disbursement of students to 
each campus. YouVe got to do that. And the reason we don't have an 
equal disbursement of students to every campus is that we don't have the 
right programs on every campus. So, we're going to move various 
programs. So the decision was made that... 'We're in charge.' It's coming 
back here to us. So, we're kind of rebelling. In fact, they're saying 'We're 
even determining what classes you're going to teach'. After we've been 
teaching for hundreds of years! (Interview) 

However, one aspect of governance that remains untouched by the 

changes at the college is the use of Strategic Planning. The five-year Strategic 

Plan 1994-1999 focused on four strategic traveling directions, 

1. An Educational Master Plan 
2. An Organizational Climate Initiative 
3. A Plan for resource Development, including a capital bond issue. 
4. An integrated Decision-Making Support System (MIS) 
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Furthermore, the college claims. 

The five-year Strategic Goals provide the guiding framework for the 
College's two year operational planning cycles. These goals are mutually 
supportive and...they all have equal importance... 

By 1999, each of these strategic traveling directions were successfully 
implemented or had merged with the current strategic goals. 

The 1997-2002 Pima Community College Five-Year Strategic Goals are described. 

The current goals are the end product of the most intensive educational 
master planning process since the founding of the College. With the 
assistance of an outside consultant firm (MRT), the resulting Educational 
Master Plan provided a decision-making framework for the College's 
programs, services, locations, and facilities for the next 10 to 20 years. 

Planning has evolved at the College to meet the challenges of a 
multi-campus district sen/ing the changing needs of a growing community. 
The structure of College planning mirrors the structure of governance in 
which the faculty, staff, and administrators participate in advising the 
College's Administration and Board of Governors on matters of program 
policy and budgetary planning. 

The college maintains that it has a Philosophy that under girds all planning. 

Planning emanates from the College mission. Strategic planning is 
created and re-created out of the College's fundamental relationship to its 
mission...To accommodate the complex needs of a large multi-campus 
district, the College planning process has...primary characteristics: 

• College planning is ongoing and therefore has no real beginning 
or end. 

• College planning in interactive among campuses and between 
campuses and the central office. It is both bottom-up and top-
down (p.82). 

The college also maintains that its policy of Strategic Planning and its 
participatory philosophy go hand in hand. 

The following represent hallmarks of First Pick's commitment to planning and 
evaluation. 
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• The governance process that is the process for input fronn faculty, staff, 
students and administration, makes it possible for the institution to 
achieve its mission and to make change as necessary. 

• Standing committees and Task Forces that are comprised of proportional 
representation from administrators, faculty, and staff ensure continuous 
improvement as the institution looks for ways to be more effective (p.95). 

Early under Querran's administration, there was an image projected of 

First Pick as a participatory institution. In the 1997 Mission Indicators of 

Success-Outcomes Report 1997, Querran's introductory statement uses inclusive 

language, such as "we" with the connotation that the college is a collective 

effort. 

Dear Friends of the College 
Here is your copy of the first report to the community on the new 

Mission Indicators of Success. We trust that you will be interested in 
reviewing what we have accomplished toward achieving our mission. 
Many of you invested time and talent in creating the 1996 revised First 
Pick Community College Mission Statement. At that time, community 
members also helped identify ten indicators to measure how well the 
college is accomplishing its intended mission... Thank you for assistance in 
shaping the future of First Pick Community College. 

Sincerely, Dr. Jonathan Querran -Chancellor. 

The public is also invited to monitor First Pick's progress in Board 
meetings, workshops and retreats that are publicized and conform to all 
state open meeting laws. Accountability to all constituents is an extremely 
important ethic that underlies the substantial distribution of First Pick's 
updated Mission and Mission Indicators of Success report (Self-Study, 
p.38). 

Another of the elements also stressed in the 2000 Self-Study for the NCA is the 

adoption of participatory decision-making and management planning on the part 

of the new echelons of First Pick College, 
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Board Policy 1401 states in part: "Recognizing the benefits of employee 
input into the decision-making process of the College, the Board of 
Governors directs the administration to develop a formal structure which 
will provide a means for discussing matters directly and substantially 
related to wages, salaries and working conditions." It has been 
demonstrated in other chapters that the College solicits and provides 
many avenues for participation in the management and decision making 
processes. 

The College's Administration and Board of governors is committed to 
that ethic. Specifically regarding the approval of board policies, the Board 
moves deliberately, including three readings of proposed policy prior to 
voting and formal input sessions provided from the Faculty Senate, Staff 
Council, and Student Government Moreover the College consults with 
its governance bodies for many topics beyond board policy because it 
recognizes how diverse input improves policy and processes. 

In an Inter-Office Memorandum from the Chancellor, dated February 27, 2001, 

Querran reiterates as a major point the importance and significance of an 

organization formed through collective efforts. 

Approximately 100 First Pick colleagues have been involved in researching 
and writing the required self-study report. I think it is a fair reflection of 
the current status of the College, and represents an enormous effort on 
the part of the many committee members involved. 

The college concludes that the Self Study itself reflects "... the culmination of a 

two-year highly participatory, comprehensive self-study process." In summary, 

the Self-Study describes First Pick an overall participatory institution, 

The College enjoys great credibility with its many constituents as 
demonstrated by improved enrollment and significant partnerships with 
city and county entities, the state's universities, private industry and local 
businesses. Constituents continue to be involved through advisory 
Committees, hiring processes and a wide range of community 
commitments and philanthropy. The College has enjoyed successive, 
responsive governing boards that have strictly adhered to their role 
defined by the State Board of Community Colleges and College policy. 
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Yet First Pici< is not always perceived as participatory by its constituents, 

We used to have meetings and pull in all the faculty and as many of the 
staff as could be spared to discuss college problems that affected 
everyone, such as cutting the budget. We've definitely grown bigger, but 
there are institutions our size that still function with an all-inclusive 
decision-making process. At First Pick, the mechanism is still there, but 
the administration no longer takes the recommendations made by the 
faculty (Crane Press 4/7/99). 

This perception of a participatory institution is often negated through personal 

experience, 

I guess...the way it's established, it's a hierarchy now. And there's not 
much opportunity for anything grassroots, because it simply doesn't travel 
up, it travels down. That sounds harsh; I don't mean that quite that 
strongly. I'm sure Querran will argue against it. But I don't know. I think 
it's the way people deal with people (Interview). 

Now we're supposed to work seven days a week and none of this is up for 
discussion. It's crammed down our throats...the faculty senate says its 
piece (at the meetings) but the important things are 'not up for 
discussion'. Now the only thing the faculty gets to participate in is 
deciding the color of the paint on the bathroom walls (Crane Press 
4/7/1999). 

There is also the awareness that the degree and speed of change is not 

necessarily the consequence of a communal or cooperative process. 

Change in any organization causes anxiety and apprehension. First Pick 
Community College is no different. Administrators, faculty and staff are all 
aware of the magnitude of change occurring in the institution. Some 
believe that the changes are long overdue and necessary to make First 
Pick a viable institution for the 21^^ century. Others think that the rate of 
change is too rapid and that the administration's management style is not 
as participatory as it could be. The administration has been highly 
sensitive to the concerns of all of the College's employees and has 
undertaken an independently analyzed longitudinal Institutional Climate 
Study. Results of the study are discussed in this self-study. 
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The college also admits that changes taking place at the college are altering First 

Pick at a foundational level. The increase in administration, often with 

Administrators who are unfamiliar with First Pick Community College, the 

surrounding city and its particular history, can create strained relationships, 

First Pick Community College is an institution in which many of the faculty 
and staff have spent a substantial percentage of their working careers and 
understandably feel a strong sense of ownership. Institutional memory is 
long and those who have been at First Pick the longest have not always 
met subsequent changes with universal approval. Several administrators 
have been hired from other institutions during the last five years. During 
this time, significant systems innovations with demonstrated nationally 
benchmarked efficacy has been incorporated changing the face of First 
Pick Community College. He mixing of the old and new Pima cultures is a 
significant challenge that the College community is addressing. Campus 
climate varies across the District but it is an important goal for the 
administration to encourage participation and discussion in College-wide 
goals and processes (Self-Study). 

In the Self-Study the college also takes pride in its reputation from an external 

perspective. 

First Pick Community College has become a mature institution. The 
College is recognized as a dynamic institution and benchmarked by peer 
institutions to compare best practices. The ... community values the 
institution as an equal partner with the University. The faculty is 
distinguished and highly evaluated, as well as being national leaders in 
many fields. First Pick's staff is loyal, work hard, and provide the first point 
of student contact. 

The college ostensibly seeks signifiers from both external forces, such as the 

NCA, as well as acknowledgment from internal constituency, that the college is 

appropriately serving its constituents. 
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It is an important goal of this self-study to respond to the NCA five criteria 
and demonstrate how well the institution is serving students. It is a more 
important goal, however, for the College to use this study to examine its 
practices and to identify significant strengths and challenges to build the 
next ten years of strategic planning. Lastly, the study is a valuable 
exercise that solicits input and critical feedback from all constituents that 
helps shape our future. 

In the Self-Study section entitled Mission and Values the college reiterates its 

collective stance. 

As described in the Chapter devoted to Mission and Planning, the College's 
latest mission statement was derived through a collegial, community 
process and is re-examined approximately every five years. More than a 
passive, mandated institutional ornament. First Pick's mission and values 
statements are dynamic tools that continuously guide the institution's 
behavior and direction. The Mission Indicators of Success report are 
published annually....The Values Statement that accompanies the mission 
statement clearly outlines an expectation for integrity in the practices and 
behaviors employed by the college community to carry out First Pick's 
mission. 

Participatory Governance is also assured under a NCA General Institutional 

Requirement, requiring "facultv has a significant role in developing and 

evaluating all of the institution's educational programs." the College responds. 

New and updated curriculum is developed by faculty and reviewed by the 
College Curriculum Committee, which has a majority representation by 
faculty. As per SPG-3105/BA, faculty have extensive involvement in 
Program Review. 

In the Summarv Findings of the Self-Studv. they find that the College Mission is 

sound and is well supported by its constituents, reporting, 

• Staff highly responsive to change and adapting to new technologies 
• Employees have considerable input into Policy & Management 

processes. 
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• Broad community support reflected in enrollment reaching historical 
highs. 

Occurring simultaneously, however, are changes in the very organizational 

practice that allow personnel a voice in shaping institutional policy, the Meet and 

Confer process. 

Meet and Confer- Meet and confer is a long standing practice at First 
Pick, facilitated by the District of Human Resources department, that 
allows the College's Board of Governors to gather input from employee 
groups regarding personnel policy. First Pick Community College exists in 
a right-to-work state. State statute prohibits collective bargaining 
negotiation between employee group and a community college's BOG. 

In the absence of collective bargaining, the College convenes Meet 
and Confer sessions annually with representatives of the three major 
regular employee groups. 

1. full-time regular classified employees- non-exempt; 
2. full-time classified employees- exempt; 
3. full-time regular instructional and educational support faculty. 

This process provides a formal mechanism for college personnel to 
provide input for the development of personnel policies directly and 
substantially related to wages, salaries and working conditions. The goal 
is to reach some degree of consensus between the Board's management 
team and the employee group on collegially derived issues through a fair 
and systematic process. Typically, Memoranda of Understanding are 
created on items brought forward through the Meet and Confer. These 
memoranda are subject to review by College legal counsel and are not 
integrated into policy until reviewed and approved by the Governing 
Board. 

In the Year 2000, First Pick's Meet and Confer policy went under review. Board 

policy 4001 (BP 4001) which had guided the Meet and Confer process since 1982 

was altered. 

In the judgment of First Pick's Governing Board, the 1982 policy 
statement contains language most often associated with collective 
bargaining and suggest that the Meet and Confer process is a negotiation 
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with the Board of Governors. Furthermore, the 1982 language implies that 
the Board may dilute or delegate its authority by having a neutral third 
party resolve its disputes. In addition, it grants exclusive recognition to 
only one employee group per employee classification. The Meet and 
Confer interactive dialogue between the Board's management team and 
employee representatives was not an issue, but rather, the language used 
in the 1982 Board policy to describe the process. In the Spring of 2000, 
the BOG requested that the administration rewrite the policy to more 
accurately reflect the current practice and remove the collective 
bargaining language and practices that are stated or implied. 
College policy does not require governance review for the amendment of 
policies concerned with items that are to be acted upon by the BOG in 
accordance with pertinent laws or regulations. However, because of the 
importance of this process, the Board requested that a committee be 
appointed comprised of the employee groups and management to redraft 
the policy language. In addition, the Board followed formal governance 
review procedures even suspending the formal reading of the policy 
during summer Board meetings when many faculty are not on campus. 
All new policy must undergo three public readings before a vote is taken. 

Despite quite a bit of apprehension on the part of personnel, the policy was 

changed. 

As this self-study report was being written, the revised policy was 
approved by the Board of Governors with the endorsement from the 
Faculty Senate and the Staff Council. Because the proposed revision 
generated concern in some parts of the college, the Board deliberately 
slowed the reading process down so that more opportunities for 
discussion within the college community could take place. Although the 
resolution of issues surrounding BP4001 were contentious at times, the 
willingness of the Board and Administration to delay the vote and 
encourage a full discussion for the college community, indicates the 
College's intent to fulfill the spirit of NCA Criterion Five in all its 
governance procedures. 

Criterion Five is " The Institution demonstrates integrity in its relationships and 

practices." 

In the Human Resources section the Self-Study, the college maintains it is 
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aware of the value of its personnel, 

First Pick recognizes that employees, our "human and intellectual capital" 
are our most essential resource in meeting our educational purposes. 
This level of awareness is reflected in part by the College's decision to 
elevate the top Human Resources (HR) position to the level of Vice 
Chancellor- a commitment to both hiring and serving qualified staff, 
faculty and administrators, (their emphasis) (p.55) 

The college further maintains that First Pick's "...commitment to creating 

effective environment and meeting human resources needs is demonstrated by 

ongoing practices and events..."(p.56). 

The interaction amongst the various constituents within the college and 

the resulting environment created are shaped to a significant degree by 

leadership. Within my coding categories Organizational diversity results from the 

actions and conceptualizations of leadership and the structures of governance 

they foster. My interview with Chancellor Querran sheds some light and provides 

insight Into the philosophic stance of First Pick's leader at the turn of the century. 
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Voice of Leadership 

Chancellor Querran often contradicts the notion of First Pick as a 

participatory organization, when he states his belief that it is leadership that 

must be the head of the body, so to speak. When discussing the concept of 

institutional culture, I asked specifically about the source of administrative 

culture. 

Leadership determines management culture. People, I think...I think 
people set tones, leadership sets a tone. [Leadership] is the tip of the 
tree and the tip of the tree sets the tone for the rest of the tree. They 
emulate you. They watch you. They watch what you do. You model 
behavior whether you want to or not, you are a role model. And then 
people test you. And you've have to have a personal philosophy. You've 
got to know what's important to you, philosophically, where do you stand? 
Because people can deal with lots of things if they have consistency... 
Because there's always ...leadership is like sailing a boat. You have to 
tack. The wind is trying to blow you off course. You're going to have a 
clear vision of where you're going. You can't sail a boat and go like this, 
( gestures a straight line) the wind blows against you...you go over here, 
you tack over here, over here, and eventually you get there. But if you 
don't know you're trying to get there, you have no idea, because the wind 
is going to blow you all over. The way to do that is to have a personal 
philosophy. You have to know what's important to you because people 
are going to criticize you. You have to have a clear vision. You have to be 
able to articulate that vision and have a rationale. It's not because I'm 
the boss. Those days are over, you cannot do that. You've got to be able 
to explain to people why you're doing what you're doing. 

MJ- And what is your educational philosophy? 

Where do you want to start? [MJ- Well, start with administration and 
management] [Their function is] to add value, if they don't add value, 
then they're not needed. If the unit doesn't add value to the enterprise, 
then they're not needed...In everything we need focus. When I make a 
decision, there are three elements; there are political elements to the 
decision, educational elements and a physical element. And I have to ask 
myself to weigh each of those three things. 



674 

[MJ- How do you get everyone to see the rationale of your decisions and 
hopefully support your decisions?] 

Don't spend a lot of time in this office. Get out, communicate, work at it. 
Model, train, train people, get them better. And if they have an attitude 
problem, get them to change their attitudes, and if they can't change 
they're attitudes, get rid of them... The people who work with me and 
who are going to stay with me in the long haul, you'll find that's what 
they'll say. It becomes their agenda. And they better do more than talk. 
They've got to walk the talk. And I observe. I have high expectations of 
myself and I have high expectations of the people who work for me. And 
they'll tell you that. I work the hell out of them, I stretch them. But I 
don't ask anyone to do anything that I'm not willing to do myself. And I 
model that behavior. 

In referencing the concept of ecosystems as harmonious and relating to my 

research question correlating to Indigenous modes of operating. Chancellor 

Querran's notions were not conciliatory to this perspective. 

[MJ- Do you seek consensus?] 
"No. I don't believe in consensus. Consensus is... you know, I believe in 
seeking input. If you have people that you've hired, and you value them, 
you'd be a damn fool not to listen to them. But do I vote on everything? 
We don't vote. I say 'How do people feel about this?' We discuss it, I try 
to read...what the majority of the people feel on that issue, and unless I 
feel differently I go with that consensus. But do I sit down and mediate 
until everyone is happy? No. That's not what leadership is about. We 
don't run this institution...or any...leaders do not run by committees. 
Leaders lead. There's a difference between leadership and management. 
Big difference." 

[MJ- Can you explain that?] 
"Yeah. Have you ever heard of Winston Churchill being described as a 
world class manager? Well how is he perceived? People know when 
they've had leadership. They might not like it, but people know when they 
have leadership. People don't want to be managed, especially in 
education, especially in higher ed. People don't want to be perceived as 
being managed. They don't mind being led, they might not always agree, 
but there's a very clear difference between leadership and management." 

[MJ- Do you believe that people don't mind being led because they need it?] 
"People would rather be led than managed. 
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Another notion from Indigenous concepts is that of autonomy. Once again, 

Chancellor Querran makes short shrift of this, and oddly enough, places it in the 

context of community, 

[MJ- So where is the role, then, of autonomy within your institution?] 
"I don't believe in autonomy. None of us are autonomous. I'm not 
autonomous, the Board members aren't autonomous. There is no such 
thing as autonomy. I don't believe in autonomy... I have restraints as an 
individual....I can't drive 90 miles an hour. And I can't do whatever the 
hell I want. There are restraints. That's part of being part of a 
community. All of us have restraints, that's why I don't believe in 
autonomy. None of us are autonomous, the board's not autonomous. 
They have to stand for elections. They're accountable, they can't do 
whatever in the hell they want. None of us can do whatever in the hell we 
want. The only time I could do pretty much whatever the hell I wanted 
was when I was a faculty member. 

MJ- What is the largest degree of freedom that someone has then? 
"In education, it's in the classroom. The greatest amount of freedom that 
I have ever had, in my 35 years in education, was when I was in the 
classroom. I shut that door, I was king. I don't have NEARLY, not 
even...it's the opposite end of the spectrum. As Chancellor of this District 
and a teacher in this district, we're at opposite ends of the spectrum in 
terms of freedom. [ MJ- Most people would think that would be the 
inverse.] Right. That is true. 

Querran seems to equate leadership over constituency as a paternal function, 

not explaining to members any particular rationale. This contradicts what he 

said earlier about now, in this day and age, giving explanations is required, that 

carte blanche simply as "boss" is no longer a viable option. 

[MJ- What takes away your greater degrees of freedom?] 
"I have more constituents. 

[MJ- Because you have more people to answer to? Does that make it more 
difficult?] 



676 

"Yeah- You know it's not unlike parenting. I have four daughters. There 
have been times when my daughters have said 1 hate you.' When they 
were small, or hey when they were large!... why is that? When you're 
daughter really frustrates you, what are you going to tell her? You're not 
going to spend your time telling her it's because I have more 
experience....you can't articulate all that. It's no different, the principles 
are the same." 

[MJ-Now that you have a different position how do you perceive faculty who 
want to do anything they want?] 

"I think they can do anything they want. I believe in academic freedom. I 
think academic freedom has limits. But as long as its helping and adding 
value to students and they are growing and are showing appropriate 
growth, in your class, and your dealing with your subject, if you teach 
chemistry, then you're not teaching a poli-sci class. Then, you know, there 
are limits. But I think it's based on students and student outcomes. 

MJ-Institutions are being asked, in general, to be very accountable... 

Right. Higher ed doesn't like being accountable. It takes pride in not being 
accountable! 

MJ- How do you answer to that? 

That is a challenge. Leadership...these jobs are not supposed to be a 
Cakewalk. They pay me A LOT of money to be a leader, not a maintainer. 
Leadership...institutions have life cycles...when they first start they need 
someone who's a good builder. Who's going to start from scratch and 
help build the college. And then what happens is that the college as an 
organization gets kind of stagnant. And you need someone to come in 
and shake it up. You need a change agent. And once you've had a 
change agent, then you have to calm things down a little bit. So it goes 
through its early childhood. It goes through its adolescent years. It 
matures. But thank god it recycles because people retire and the college 
needs to reinvent itself! The key for boards and for people in my role is to 
match your skills with the needs of the institution as the institution is 
going through its growth cycle. And then you have to know who you are. 
Are you a maintainer? A healer? A builder or a change agent? 

MJ- How do you balance with faculty who might feel that constant measuring for 
efficiency and effectiveness get in the way of them doing their jobs? 
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I don't think quality is contrary or inconsistent with any of those values. I 
think we're all accountable. You know it's really funny, [faculty say] I don't 
want to be accountable, but I'm going to hold students accountable? So, 
I'm measuring you all the time. There's real hypocrisy if I'm saying I 
shouldn't be accountable. Why the hell not? What gives you value? If 
you're measuring students all the time, excuse me? 

Chancellor Querran also contradicts himself in terms of what he says about 

accountability in light of the Institutional Climate. This section of the interview 

precedes that discussion, 

[MJ- Who are you're accountable to?] 

I'm accountable to everybody. I'm accountable for anything that happens 
here...I can't pass that buck on to somebody that didn't have anything to 
do with it. You can't pass the buck. You can't pass the buck! I have to 
set up a mechanism that has accountability, delegate, but hold people 
accountable. And work hard that they understand my expectations and 
my values. And check that they have the same passion and enthusiasm 
and understanding. And then do periodic little litmus test to see how 
we're doing. 

MJ- But you are a single entity too...What are the rewards, where do you find 
your rewards, other than your paycheck? 

Well, my reward is not my paycheck. My rewards...First, when you get in 
this business and you get to the top, you have to be a self-stroker. No 
one's going to come up and tell you that 'Oh you just do a wonderful job.' 
' Gee, that was really great, you had a good meeting, you were really able 
to resolve those differences.' That's not what it's about. They're going to 
bring you the problems, so you have to have a sense of what's important. 
And when you see progress and when you see that the agenda is moving 
and when you see ideas that are embraced, and you see people coming 
back and all of a sudden they say T did this.' And you say 'Excuse me?' 
You should feel good that they have now owned it. And that they are 
saying 'I did this.' Whether they did it or not, it's not important. You 
should see that. When you see the institution, and when you see the 
external community talking about the institution and valuing those things 
that were important to you, that's how you get stroked. I...my big thing 
is, I have produced about twenty people who have become college 
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presidents wlio started with me, who were on my team, who are now 
running their own institutions. I feel good about that, because I'm a 
teacher. I still teach. I happen to try and model, to teach good leadership 
skills, good management skills and I like people to grow. So when I see 
individual growth, both as the institution grows, and as individuals grow, 
that's my satisfaction. You know, when I can help people and when I see 
people whose careers needed renewal and I'm able to help them, they 
weren't successful here, but by a variety of different things they are now 
productive and I didn't have to cut their head off, I feel good about that. 

MJ- So it does come back to you? 

What's important, every day when I have to make decisions, there is one 
person I have to satisfy, first and foremost-me. Is there integrity in 
this? ... So I have to satisfy myself. That doesn't mean I'm insensitive to 
other people. But if I can't live with it, it doesn't make any difference 
whether other people think. 

MJ- Does your cabinet, how different are they in philosophy from you? Do they 

maintain your philosophy? 

I don't ask anyone to maintain my personal philosophy. But I do expect 
them to embrace the institutional values that I have impacted. I hired 
you because I thought your values could be compatible. Do we have to 
do it the same way? No. But do we have to reach the same place in how 
we value people, in how we deal with people? Yeah. And if you can't do 
that, then you can't be on my team. It doesn't mean that yours is right 
and mine is wrong or vice versa, it's just that you're not compatible with 
this team. You embrace the broader sense of what we do here. 

The opportunity to incorporate difference into First Pick Community 

College, and a chance to see how the college exercises its participatory values, 

can be seen in the case of the Minority Student Issues Advisory Committee 

(MSIAC) trying to call attention to perceived deficiencies in the college 

environment and to incorporate some measures they perceive would ameliorate 

the conditions discussed. A portion of this scenario was related in the 
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Representational section above. However, to recap the situation, three members 

of the Commonalities Committee had attended the "Race and Ethnicity in Higher 

Education" Conference held in Florida in 1997. When they returned, the created 

a presentation which they put forward both to MSIAC and to the Chancellor's 

Cabinet. The presentation was called "A Call to Leadership for Diversity". The 

purpose of the presentation was said to be, "Please be advised that we support 

the ideas outlined in the presentation that are committed to multicultural 

diversity at the Best campus and at District level" (Meeting Minutes). 

Their statement of concerns included, 

Concerns-

6. Lack of accountability to institutional diversity issues. 
7. Lack of recruitment/retention programs for students of color. 
8. Lack of institutionalization for minority and interdisciplinary 

education grants. 
9. "Dismal" minority faculty hirings. 
10. Lack of minority representation in key leadership positions. 
11. Lack of support for faculty to develop initiatives. 

The presentation team outlined what they felt was needed from the 

institution if it were to take seriously an interest in achieving diversity, and 

a climate where diversity initiatives could find advocacy and succeed, 

Major Elements Needed in an Institution That Genuinely Values Diversity 

• The creation of a clear vision and mission that underscore the 
necessity of a strong, diverse campus community. 

• Strong, on-going visible leadership from the senior administrators 
on these issues; 

• A clear, cohesive, long-term strategic plan for creating a more 
hospitable climate. 

• Recognition and award systems; 
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• Recruitment programs that bring students of color in for reasons 
other than sports; 

• Clarity about the "nature of the beast" of colleges and universities; 
(There is one segment of the community that is, by definition, 
there for a very long time, and there is another segment that is, by 
definition transient. 

• Understanding of the specific college as an institution, its beliefs 
and values, its formal and informal rules. 

The presentation emphasized the need for a way to draw faculty into the work 

on diversity by providing opportunities and creating incentives, claiming, "Faculty 

members are pivotal!" They also expressed the desire to see leadership provide, 

A willingness to address complicated issues, e.g. racial, ethnic, cultural 
separation on campus, "hate speech"; Intentional focus on attracting 
and retaining a diverse group pf students, staff, and faculty, and. 
Opportunities within the organization for students, staff and faculty to 
build relationships with others who are different from them." 

They made several recommendations to facilitate these ends. 

Recommendations 

1. Tie mission statement closer to what we actually do. 
2. Release time to review successful programs at different college and 

universities i.e. student retention, models, minority faculty recruitment 
programs. 

3. Release time is necessary for faculty to work on initiatives. 
4. Active diversity committees on every campus. 
5. Funding for future attendance at conference. 
6. Recruitment table at Race and Ethnicity conference. 
7. Empower campus diversity committees and be responsive to a positive 

institutional climate. 
8. More efficient high school relations outreach—more faculty involved 

with release time. 
9. Expand summer programs to each campus, such as Summer Bridge. 
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In the presentation, they outlined some of the resistance they were facing, on 

different levels, first on the organizational level, with most or all of these 

responses being covert, 

• "no problem" or denial 
• Band-aid and then nothing 
• Issues treated as "Isolated incidents" 
• no strategic plan (sometimes resist/sometimes not) 
• Assigning one person to "fix it". 
• Request for report to study the situation 
• Creating a Diversity committee and putting only white 

women and people of color on it or not including thought 
leaders. 

• Seeing diversity as a "soft issue"- not tying it to business 
plan. 

• Identifying the target group as the problem. 
• Organizational culture: avoid conflict, keep things happy. 
• No modeling of behavior 
• Silencing someone or a group of people by not taking them 

or their concerns seriously. 
• Slow-downs (processing request for money for conferences). 
• "Great idea!" but no money for activities, speakers, 

consultants. 
• Committees-task forces with no accountability and no money. 

Committee members also documented road-blocking behavior that occurs on 

the individual level as well, 

• Minimizing the problem—"those things happen in other 
places". 

• Unwillingness to address until some blow-up occurs. 
• Being so thrown off by the blow-up that response is delayed 

"until everything cools down". 
• Taking credit for initiating and then not taking leadership. 
• Sending out negative articles about "diversity" with an FVI 

on them as if they were neutral material—no analysis, no 
questioning, no recognition that there is contradictory 
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information available—THEN being taken aback when 
questioned. 

• Routing this information to people with decision-making 
powers, including those who hold the purse strings, and 
NOT to the person of color who unofficially has been saddled 
with the project. 

• Silencing a person of a group of people by not taking her, 
him, or them or their concerns seriously, or by identifying 
her or him as outside the range of "normal". 

The members of the committee called upon First Pick to have a new institutional 

vision for diversity that included organizational-wide involvement. 

SINGLE VISION 

"Things seem fine 
here" 

NEW VISIONS 

"Maybe we should do 
something different" 
"This does have to do 
with us!" "Let's add a (holiday, 

person of color, etc)" 

SHARED VISIONS 

"Leadership on 
this will come from 
the top." 
"Let's work to be a 
model for inclusion 
and respect." 

(Taken from: -Institutional Visions: A Dynamic Model for Assessing Your 
Involvement with Diversity, By Frances E. Kendal and Cristine A. Cullinan) 
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The presentation states that the above model is a way to consider what is 

happening at your college or university. The ask that, 

You have to be involved in questioning places of New Visions and the 
actions of Shared Visions on a continuing basis to avoid slipping into 
Single Vision thinking. It is hard work, and ultimately it is what we have 
to do if we are to honor our commitment to providing institutions where 
individuals can learn and grow (Minutes of Meeting 12/19/1997). 

When I spoke to one of the committee members who has created the 

presentation, I was told that they had received no response from Querran, other 

than actions that still could be seen as tactics of deterrence, 

The school does not particularly appreciate...they are not going to be as 
pro-active to get new blood because it's become a form of dissidence. The 
Chancellor doesn't want to be known as a dissident administrator, he 
wants to be known as a firm mover and shaker. He's not going to say "I 
want this to happen". He's not going to put his hand on it. He's going to 
give us a diversity pen or a diversity year and say thank you. Then I'll get 
a chance at a diversity award nomination,..I've gotten a nomination for 
something...(Interview). 

Ultimately, First Pick documents return to the concept that it is all the 

externalities that shape the college, 

The mission and purposes of the College continue to evolve and its 
emphasis change gradually but inexorably. First Pick's strength, serving a 
wide variety of constituents well, is also a potential weakness. The 
breadth of First Pick's mission and it's commitment to many varied 
constituencies is also complicated by the speed and cost of technology 
infrastructure and the new audiences for whom the College's programs 
are increasingly available. In short, the pace and cost of change and an 
expanding constituent base influences the mission significantly and the 
College's ability to accomplish its purposes (Self-Study). 

Despite the many notices of internal constituent dissatisfaction with many issues, 

whether it be the Institutional Climate Surveys, individual committees such as 
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the Call To Leadership, or separate incidents such as the demonstration at the 

Board l^ieeting to protest discrepancies in salary resulting from the CAUP 

process. First Pick continues to self-describe itself as an institution of integrity, 

with a great deal of congruence between its espoused ideals and the 

environment created for its constituency. It also credits leadership for the 

direction the college has taken, 

Since the College's last NCA comprehensive evaluation visit, many 
processes and procedures related to institutional integrity have been 
modified, improved, or initiated. These activities have helped the College 
to affirm its own internal sense of integrity as well as to assure its public 
constituencies of its desire and ability to make positive changes in its 
institutional culture. As the current self-study concluded, it was evident 
that the College has experienced great growth. Much of the credit for this 
success can be attributed to the leadership and determination of the two 
Chancellors of First Pick Community College during the past ten years as 
well as the impetus provided by the report of the last visiting team. The 
challenges laid down by the requirements of the team report empowered 
the College's administration to take action aimed at assuring First Pick's 
continued accreditation. (Self-Study, p.97) 

In a document entitled "Inter -Office Memorandum from Chancellor Ouerran. 

dated February 27, 2001, the college prepares for another NCA visit. 

On March 5'^'^ the NCA accreditation team will arrive at First Pick College 
for a three day visit. We have a lot to be proud of-weVe come a long way 
in ten years. You've restored First Pick's reputation in the community 
through insistence on strong programs and careful compliance with 
community directions. 
When it comes to improvements, we are never done. There is always a 
next step. But taken as a whole, this is a good College, staffed by good 
people... Your hard work these past few years is much appreciated and 
working together we have accomplished a lot that we can be proud of." 

When asked about the organizational culture of First Pick, many interview 
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respondents made an analogy between First Pick and tiie broader culture of the 

United States and the "West" in general. They identify the powerful momentum 

that centers on materialism, consumerism and profit. They also speak to the 

destructive nature of that culture and how, reasonably, the human spirit longs 

for more than that. 

The Voice of the People 

One respondent articulated that often what is expressed by the college is 

simply rhetoric. 

One has to understand the difference between what people SAY they 
value and what they actually value. This is the dichotomy that explains 
everything, I think, about the Administration. They say one thing- they 
DONT MEAN IT! We say we care 'Education is so important in America!' 
It's not! (Interview) 

Others expressed the feelings that a more holistic approach is needed for a 

comprehensive form of leadership, 

So that is what is necessary to be a good leader. Well that is what's 
necessary to be a good teacher. To present not a fraction of the human 
being, but to present the whole human being...You see the intuitive, the 
artistic and the emotional, these are categories frowned upon in our 
culture...! think, what is needed more than someone to say 'Wait a 
minute- the total human!' Including emotions, including craziness! 
(Interview) 

And I think there has to be critical mass in the leadership, in the 
administration, and in the faculty. And the staff that says that's important 
to us. And I think that those people who felt that that was important, are 
fewer than those people who see another value system operating, even 
though they're not willing to admit it. I don't think...like I was saying to 
you, it's the critical mass in the administration that basically persuaded me 
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that that's not where I wanted to be. That's not the side that I want to be 
on... people, who are basically enhancing their resumes and careers, I 
basically think there are more of them, than there are of educators. 
(Interview) 

When I also asked about the entire notion of care and respect, my question was 

met with very minor degrees of difference in the level of cynicism displayed, with 

materialism being the driving force of the culture, 

I think our country is based on a very selfish and self-centered system 
that is economically driven. And I think if you're a value, economically, to 
the people that you interact with in business, education, etc, then you are 
valued for that reason, and it doesn't matter what color that you are. But 
if you're not a value, then it doesn't matter what color you are either. 
You're just...pshew! ( waves his hand away in a gesture of dismissal) You 
don't count if you're not contributing to some greater need to consume. 
And I think that we pretend, that as a society, that we are benevolent, 
that we care, that we are kind, that we are nurturing, and all those 
beliefs that we'd like to think is how we are. But I don't think that's really 
the way we are. I think that basically people are materialistic in this 
culture. And I think that the majority of people are really into consuming, 
more than any other thing. And I think that the rest of it is just surface, 
just a projection because you want people to think you're different than 
that. When you get down to most people's basics, I think the majority of 
our culture, and it's basically, is driven by what we're exposed to. Is based 
on consumerism, materialism. Not the spiritual..., spiritualism that we 
admire. The higher good, service to your community and taking care of 
your fellow man, that philosophy (Interview). 

Well, I think in terms of fairness and the way we treat people that it's 
cyclical, that there's a pendulum swinging back and forth... But I think 
that is somewhat of a lesser operating principle than the materialistic 
value that we have. And I think with the increasing world population and 
the continued struggle over limited resources, that we are moving more 
and more towards a point where people, as individuals, are becoming less 
important unless they can make a contribution. And a lot of societies are 
going that way, because there is going to be too many of us. Unless you 
contribute you just don't get it! You don't get the education, you don't get 
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the housing, you just don't get it! But I don't think that we're going to 
slow that broadening gap between those who have a lot of stuff, and 
those of us who have less, and less, and less, and less and less! Those of 
us who have more should be, hopefully, helping those who have less. If 
we value service, despite the fact that this whole other thing is operating. 
Because it's operating all over the world (Interview). 

You know every culture has its temples and its gods. If you had to go to 
American temples, do you know where you'd go? ...The mall. When you 
go into any culture you'll see their big, beautiful temple. You know what I 
mean? The Hindus put out temples, there are cathedrals, where are the 
cathedrals of America? The malls. A new mall comes up every twenty-
nine minutes. Now, that's the facts!.. A new mall is popping up every 29 
minutes! As Christ said 'Where a man's treasure is, there will his heart be 
also'. If you find where the money is going, you'll find what people care 
about. And what people care about in America is consumption. There is 
a type of animal called the "consumer". [MJ- You're talking about a 
mythical animal that's not real?] 
Oh no, it's not mythical, it's real! I mean according to science humans are 
animals. And where our current human is...every culture has its own 
picture of the human being. OUR current picture, it's a fad, in this century 
we see the human as a consumer. And what do they do? We have a 
destructive consumer culture. They consume. And what will they 
consume? If there are six billion of them and a new billion coming every 
year? What will they consume in the end? The planet (Interview). 

When I asked about the future, what they could foresee in terms of making the 

institution a more humane environment, the responses were doubtful of that 

occurring, 

I don't think it's going to happen. I think my feeling is, that higher 
education in general, at least in this city and in this state, and oddly 
throughout the nation, is becoming like society, a class system where we 
will start to look at certain peoples' privilege to attend; rather than the 
more open access philosophy that the community college started with. 
And again, we will say that certain people who are valued, because they 
are going to make a contribution to this economic engine that we are 
trying to keep running, and there are certain people who are not going to 
do that... A lot of people who have struggled with education in the past... 
They are not going to be here (Interview). 
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There's an old Bob Dylan song, 'to preach of peace and brotherhood, what 
might be the cost? A man he did it long ago and they hung him on a 
cross'. They killed Socrates, they killed Jesus. These people said 'Look at 
yourselves and think about who you are.' This has never been popular" 
interview) 
"So, here's a contradiction. In a society like ours, that thinks of people as 
machines and units, and measures everything in money, measure, weight 
and number...I think there is a deep hunger. In any culture where you're 
getting almost everybody in one group, logically if there is another 
extreme that is not being addressed, not being answered, there is a big 
suction towards that. So I think that the stronger materialism and 
consumerism gets, the greater the unexpressed hunger for meaning...So I 
think there's an unexpressed hunger for deep meaning (Interview). 

No, I don't think that's possible. I don't think we're going to change the 
basic materialistic value of this particular culture. I don't think you're 
going to change the United States of American to be different. No, I don't 
think that's possible. No, we've come down this road for a very specific 
reason and we decided long ago to go the direction that we're all going. 
And I don't think the trains going to turn around. No. You know, if you 
look at the evolution of the materialistic culture that we live in, the 
awareness of the military-industrial complex, that's really what we live in. 
And that complex is the prime operating principle and it's driven by 
materialism, and I don't think you turn that around (Interview). 

No! No. .. unless you have real close friends at work, there's no caring. [MJ-
Why do you think that is?] 

That's a good question. I don't know why not. I guess it's just different 
around here... But a lot of times it's not the main focus for a lot of people. 
The focus for a lot of people is to get from here to here...( makes hand 
gestures along a continuum). No matter who they step on. ..Because 
really, in essence, the bottom line is "Nobody cares". [But] the caring is 
needed. I think if we cared for each other a lot and tried to understand 
one another...It's because of this society. Society places a trip on you- you 
know? And if you don't conform to the way they believe that you should-
then it's that you're labeled a bad person, a dumb person. It's just what's 
happening in the world. People get angry, they don't want to share. I 
guess all of that filters its way down. [ButjYeah- care is an important word 
here. But if people care...sometimes if we care...But how many of us do 
that? [MJ - Again, why not?] 
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Because it's too busy. Everybody's trying to make that almighty buck. 
And everybody just feels they have to work, work, work, work. But just 
knowing that people care about you, to know that you care about 
somebody else...to let that caring come in and just..(makes hugging 
gestures). In so many ways, it could be so great. [ MJ- Do you think 
mainstream culture is caring?] 

No. That's what the whole problem is. A lot of it doesn't. They don't know 
how. Maybe no one has ever cared for them (Interview). 

The local newspaper reports on December 29, 2001 that Chancellor Querran has 

announced his retirement, 

First Pick Chancellor Stepping Down- Querran's contract runs until 2003. 
First Pick Community College will begin the new year by searching 

for a new leader- Chancellor Jonathan Querran has made official his plans 
to step down before his contract expires in 2003. 

And so it begins again. 



690 

CHAPTER 5 

CONCLUSIONS 

No important change in human conduct is ever accomplished without an 
internal change in our intellectual emphasis, our loyalties, our affections 
and our convictions. I will define it further in terms of case histories, 
which I think shows the futility of trying to improve the face of the land 
without improving ourselves...Obligations have no meaning without 
conscience and the problem we face is the extension of the social 
conscience (Schmookler, 1993: 67). 

Ecology tries to understand the interactions between living things and 
their environment. Every living thing represents an equation of give and 
take...we take a livelihood from our land in our fellows and give in return 
an endless succession of acts and thoughts, each of which changes us, 
our fellows, our land and its capacity to yield us a further living. 
Ultimately we give ourselves (Aldo, 1991: 281). 

The two authors quoted above are conservationists and they are speaking 

of the actual terra firma of the planet. I am speaking of the face of education, 

the contested terrain in which my research lies; the domain of multiculturalism 

and diversity in higher education. My questions inquired if the conception of 

multiculturalism can extend beyond the parameters of representation and the 

inclusion of marginalized constituencies, entering into a cosmological sphere. 

Additionally, my research asked if a Western cosmological norm is dominant in 

higher education, mitigating alternative cosmological paradigms and thereby 

mitigating the contributions alternative cosmologies could offer to support efforts 

towards equity and social reform. David Purpel (1999) reminds us "how 

saturated educational institutions become with the consciousness and values of 
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the dominant culture"(p.2). I posit that the operative paradigm that constructed 

center/margin continues to operate regardless of representational identity or 

constituent numbers. These structures that create divisions, that perpetuate 

hierarchy and create and recreate inequality, these must be addressed. In 

examining the lived experience of all individuals within an institutional context, 

regardless of race, gender or class status the question I wanted to pose is 

whether we can stop seeing divisions? By determining the quality of their 

institutional experience as seen from the analytic lens of indigenous cosmology 

and drawing on the basic tenets of Indigenous cosmology, I present an eco-

systemic analog to advocate for a holistic, viable, more comprehensive definition 

of diversity. In juxtaposing two differing cosmologies within the context of Higher 

Education, this research reconceptualizes diversity as a measure of eco-systemic 

health. I investigate the "weight" of presence of each cosmology within the 

organization, on a conjectural scale that measures for balance, reciprocity and 

equity. My examination focuses on internality and the suppression of the totality 

of human expression, the treatment of the subjective in terms of respect and 

autonomy. 

This is not to perpetuate the rhetoric of one nation, a unified culture or 

color blindness, which is a continuation of oppressive monolithic hegemonies that 

attempt to totalize. Uniformity is not a solution. Putting forth an Indigenous 

construct is useful in finding solutions to endemic inequality and as a means of 
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introducing social justice, it is not meant to be a panacea. I do not intend to say 

that any model of human interaction or of how to be in this world can altogether 

supercede the complexities of human nature. However, culture, which is a 

blueprint of how to proceed in the world created by human interaction and 

human intentions, and the attending world, can be "like maps, which help us find 

our way and act coherently in this world."(Aerts,1994;15) It can also be admitted 

that paradigms will create as they themselves are constructed, depending upon 

both their means and end goals. 

SUMMARY of FINDINGS 

The findings of the document analysis and from the coding and analysis of 

interviews reveal several aspects of diversity within a community college setting. 

I relate my findings in the following manner. Initially, each differing definition of 

diversity is discussed as it was demonstrated through institutional documents 

throughout the college's chronological history. In this manner, each domain of 

diversity offers a narrative of its own, illustrating the development and 

progression of this particularHaspect of diversity within organizational life. 

Secondly, I introduce experiential diversity; the experiences of the individuals 

interviewed in comparison to the organizational developments occurring on an 

institutional level. This comparison illustrates to what degree congruency exists 

between what the college espouses in institutional documents as one version of 
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organizational reality as compared to another version, that of collective 

constituent experience. And thirdly I look specifically for a collective achievement 

of a holistic "eco-system", a balanced environment, derived from tenets of 

Indigenous cosmology. A summary of the entire research period is discussed in 

light of diversity efforts in higher education, correlating to organizational growth, 

institutional culture and cosmological diversity. 

Institutional Documents 

Philosophic Diversitv-

In Phase One, in the planning stages for the college and during the first 

year of operations, Philosophic diversity acts as a strong element in the founding 

of First Pick Community College. From institutional documents, First Pick 

obviously values a wide range of cultural diversity and sought to implement 

multiple and diverse aspects of diversity into its infrastructures, embedded at the 

core, with differences reflected within its personnel, policies, processes and 

curriculum. In its first documents to the NCA for accreditation. First Pick is very 

resolute in its philosophical statements. The college, in maintaining the mission 

of a community college, advocates access, democratic ideals and universal 

opportunities for all citizens. 

But things can change very swiftly. In Phase Two, I found through 

analysis that Philosophic diversity receives the briefest attention and the least 
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amount of discussion, implying a very low-ranking institutional priority. 

Institutional documents devote only minimal attention to a discussion of the 

college's philosophical position on issues of social justice or the role education 

can play in contributing to societal reform. Whenever calling on the notions of 

equality or of a democratic society, which is rare, they grasp ideas and passages 

from previous documents, written in Phase One. This leads one to believe that 

there was a lack of commitment still able to generate philosophic exposition. 

There was barely a single new phrase originating from this Phase, in the period 

from 1972-1981. 

In Phase Three, overall, First Picks' philosophic commitment to diversity, 

to its employees and its students wanes. Most of the institutional documents 

written during this Phase contain very few references to Philosophical aspects of 

diversit/. Most institutional documents concentrate on growth and 

reorganization. And given the turbulent state of affairs at the college, it is not 

likely that too much time or energy is devoted to philosophic exegesis. 

Analyzing Phase 4 institutional documents indicate that, here, again. 

Philosophic diversity is not too perceptible. Of all the documents examined, only 

two held any indication of a philosophic tendency of the college to honor and 

acknowledge diversity as a value. Both of these instances are in Planning 

documents, one in the context of Strategic Planning. The values expressed are 

for "diversity and citizenship" and "accessible education". However, meanings 
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shift over time. Access now has little to do with bringing economically or 

culturally disenfranchised students into the college, as found in Phase One, but 

rather refers to the college offering more sites and technological touch points 

that allows an ever greater number of students to enroll. Access then, is no 

longer a philosophical stance, but simply becomes another device to increase 

FTSE. 

Representational Diversity 

In Phase One there was an overt attempt to be inclusive on all 

representational fronts, striving for a gender and ethnic mix in both students and 

faculty. Furthermore, institutional documents constantly reiterate the passionate 

commitment, fueled by social consciousness of the history of inequality, to the 

notion of "mirroring the community". It is true, however, that at this point in 

time gender is not viewed as significant as race for achieving representational 

diversity. 

Diversity along ethnic lines played a significant and continuous role in all 

decision-making at First Pick College. In institutional documents, from the printed 

President's message to the college catalog there are assurances that First Pick 

gives emphasis to Representational diversity. It was, ultimately, the desire to 

maintain ethnic diversity that helped bring down the egalitarian President Peter 

Mullover through offering financial incentives, as additional enticement, in hiring 
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minority applicants to work at First Pick. 

In Phase Two, Representational diversity is given attention in the 

documents as this is the period of the inception of Affirmative Action Policies. 

What occurs at the college however is not necessarily enforcement, but rather a 

form of sublimated compliance, in which the institution becomes involved at a 

paper level with documentation, but less through the hiring process. Because 

representational diversity is to be achieved only through attrition, there is little 

chance of any substantial change occurring in actual college demographics. 

In Phase Three, institutional documents give scant reference alluding to 

any concerns about representation diversity. Although Affirmative Action policies 

are strongly enforced by governmental mandates, many internal policies are 

geared to ensure that First Pick gives the appearance of representation diversity 

through the pictorial depiction of women and minorities. 

In an analysis of Representational diversity for Phase Four, language has 

become the only medium in which these issues are addressed, and even these 

associations are tenuous. While maintaining that "Access and Equitable 

Opportunity" as still desired goals of the college, there is a decided lack of 

mentioning the specificity of ethnic minorities. The college ensures that it wants 

to enhance multicultural and multiethnic sensitivity, yet there are few 

mechanisms in place to make this happen. 
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Environmental Diversity 

In Phase One, in terms of environmental diversity. First Pick College 

sought new ways to create a dynamic, humane and sociably accepting climate. 

Seen as integral to, and as primary as, the educational mission, aspects of care, 

respect and humane treatment are included in foundational institutional 

documents. There is a high degree of attentiveness to an affective element of 

the college. There is also the recognition of how structures must consider the 

well being of its constituents. College documents espouse concern for the 

general well being of college personnel, not on just a professional but a personal 

level as well, avowing that they are in fact the "body of the college. Institutional 

leaders and policy-makers sought to create a holistic organization, often 

described in institutional documents in terms of respect for emotions and 

individual subjectivity. 

In Phase Two, the aspect of the institution that emphasizes the humane 

element in relationships and institutional climate is non-existent. With the 

introduction of Marvin Tsohg as president references to a humane or altruistic 

environment becomes indiscernible in any of the documents from this Phase of 

the college. Instead there is an increase and intensification of the meet and 

confer process, which by its very nature speaks more to a divisive, rather than a 

harmonious or inclusive environment. Many of the freedoms that underwrote 

Phase One of the college were now deliberately negated. Individuals were 
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intentionally subjected to harsh and debilitating environments in order to make 

the point that consensus and participation were, indeed, finished at First Pick. 

In Phase Three, I looked at the Environmental Scan as a reflection of 

Environmental Diversity. The initial environmental scan or climate assessment 

was conducted during 1988 and 1989. Here too, as in Phase Two, 

environmental aspects in which caring and respectful elements are notable are 

less than negligible. The college in this Phase is undergoing the calamitous turn 

of events that end In probation and Board dissolution. Institutional documents 

are rife with the rationalizations and defenses of administrative behavior. There 

is a major compensation and classification study which alienates faculty as they 

are left out of both the planning and implementation of the extensive 

administrative reorganization. The Board's behavior creates an atmosphere of 

apprehension and doubt. The entire period is fraught with scandal and continual 

acrimonious internal interactions. I refer to this environment as synonymous with 

"structural violence" on both a collective and subjective level, operating on both 

the cognitive and affective order. The college still has little or no sense of unity, 

with leadership and governance certainly not providing inclusion or a caring 

environment. 

In Phase Four, environmental diversity was initially high, with the efforts 

to place the probation behind the college and implement new, inclusive 

strategies with the actions of the new president. Soon, however, as reflected in 
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the Institutional Climate Surveys, personnel at First Pick find the environment 

demoralizing. Rules and regulations overwhelm the human condition and 

individuals feel minimized within the vast scope of institutional drives for growth, 

technological currency, competition and market models of education. 

Organizational Diversity 

In Phase One Organizational Diversity at First Pick created a very non-

traditional organizational structure. The themes of consensus, inclusion and 

participation from all levels within the organization constantly resurface as 

organizational goals in institutional documents. 

Originally offices, titles and functions are meant to offer a check and 

balance of power and responsibilities. All personnel, faculty, administrators, staff 

and even students, are represented in equal proportion and given a voice in 

decisions that direct the institution. Institutional documents claim that First Pick 

maintains a participatory philosophy, in both educational and managerial issues. 

The traditional barriers believed to inherently exist between faculty and 

administrators were absent, and rather than multiple "cultures' of the academy, 

there was a cohesive whole. Barriers between disciplines are razed and decisions 

are formulated through a consensus basis, attempting to give decision-making 

authority to those who are most impacted. All members of the college are to be 

acknowledged and considered important stakeholders. The college emphasizes 
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group structures, group processes and inclusive behavior from any entity within 

the college. There is also an attempt to seek constant communication with those 

in leadership roles. It is obvious that First Pick College attempts to break with 

traditional hierarchical structures and form a more egalitarian and holistic 

institution, with a sincere attempt to flatten hierarchy and keep open and 

reciprocal channels of communication. 

Very soon, however, the circular, holistic structures of governments give 

way, in striving for status of recognized candidacy with the NCA, to a more 

traditional organizational structure that no longer provides the necessary 

freedom and participation that First Pick seeks. 

In Phase Two Organizational diversity, in a stark contrast to the goals and 

accomplishments of Phase One, becomes an entrenched hierarchy. An 

authoritarian President eliminates consensus and participation. The college 

increases its attention to status signification, such as credentialing, more 

divisions according to disciplinary and professional title. Institutional documents 

begin to utilize distancing language, euphemisms and use of quantitative rather 

than qualitative descriptions. 

There is an overall move to a quantitative emphasis, enforced through a 

thematic concentration centering on external factors and economic conditions. 

Partnerships with local businesses and curriculum under the influence of business 

shape the college very differently than the organizational consensus of Phase 
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One. The college shifts to a more conventional identity, more in line with status 

quo conceptualizations of a higher education organization. Because of the 

pressure from organizational theories put forth by regulating agencies such as 

the NCA, and because of the economic realities of the state, First Pick succumbs 

to traditional academic culture and norms. This is exemplified in the increasing 

size and intensity of administration, the increased controls in place for most 

aspects of institutional life and an extensive formalization of policies and formal 

systemization of procedures and personnel positions. 

In Phase Three organizational diversity faces total disintegration. The 

Board of Governors acts unilaterally and grasps far beyond the legitimate reach 

of its powers. There is graft and corruption. There is an unauthorized 

reorganization by the Board without any faculty input. Individuals were often 

reclassified or given new job descriptions without notification. Ostensibly meant 

to decentralize power away from the president and senior administrators, in 

actuality the reorganization results in more hierarchy with less access to 

authority and decision-making by non-upper tier personnel. The reorganization 

increases bureaucracy and in fact, seemingly increased centralization of power 

within the Administration. There are few or no links to faculty. There were also 

deep inroads into faculty domains such as Instruction, where authority for the 

curriculum comes to rest more with the administration than with the faculty. 

As a consequence of the probation and potential loss of accreditation, 
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Organizational diversity in Phase Four documents heavily emphasizes inclusion, 

inclusive processes for decision-making and participatory governance throughout 

all levels of the college. In this phase, the institution is notably putting most of its 

faith in Strategic Planning. The institution is characterized by reorganization 

derived from Strategic Planning. 

With a new, trenchant. Chancellor the patterns of the college pay heed 

more to external relationships than internal relationships. An incremental erosion 

of faith in the Chancellor and administrators, however, eventually allows the 

faculty to become disgruntled enough so as to give the Chancellor a vote of "no 

Confidence". As the new Chancellor vigorously streamlines positions, called an 

internal "power struggle", the reorganization of academic departments are done 

without faculty input. The promise of inclusion and participatory management is 

a chimera. 

Although the documents stress the those notions of Strategic Planning 

that support external and internal accountability, of inclusion and participation, it 

is more readily apparent that it is the tenets of Strategic planning that focus on 

organizational accountability and measurement, outputs and growth that are 

implemented in a new organizational culture modeled after business. 
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Experiential Diversity: the Voice of Individuals within the Institution. 

...the enduring power of personal testinnony to reshape public 
understanding, addressing suffering in the public sphere in ways that may 
allow genuine transformation to occur... represent one of many methods 
in which personal testimony can be used...to address issues of justice 
(Clark, 2002:91). 

Phase One 

The individual experience of all of those I interviewed described the 

years in Phase Ones as ones characterized by participation and inclusion, 

relationships were harmonious, and participants strongly felt a sense of 

belonging to a dynamic and creative new force in the community. 

Starting with the experience of the Institute, where staff and faculty 

participated in conceptualizing facets of the young college, this period is 

designated as one with a dedicated sense of ownership, fostering an appreciation 

of differences. Individuals were expected to rise to the challenge of overcoming 

multiple biases inherent in class and ethnic structures and most did so with 

enthusiasm that lent an air of creative vitality to the college. 

Experientially, the themes that reoccurred were full consensus, 

participation in the structuring of the college, autonomy, freedom, and respect. 

All of these concepts combined to provide a cohesive cognitive and emotional 

bond among founding members. In addition, a great sense of loyalty and 

purpose pervaded the college. 

Of course, the idealistic nature of the 60s and the early 70s was a 
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contributing factor. The college opened its doors temporarily in an airport 

hangar and along with a creative curriculum, the physical structure in which they 

worked and the open communication between all levels of personnel and 

students and amongst disciplines reflected the philosophical foundations of the 

college. 

All of this holistic energy and animation was brought to a crushing halt in 

Phase Two. And it was done purposely by the Board of Governors and the 

surrounding community made nervous by the egalitarian ethics of the young 

college. Bringing in a tyrannical President, individual experience retells a period 

of fear, animosity, exclusion and hierarchy. People were treated without respect, 

both professionally and personally. The sense of institutional ownership was 

negated as most decisions were made unilaterally by the president. The hostile 

environment and the more stringent and punishing practices damaged a sense of 

loyalty to students and to the college, to the entire educational mission and 

academic enterprise. The sense of a cohesive whole was lost as individuals 

began to acknowledge the explicit hierarchy and some scrambled to find 

positions of power within it. Enmity and exclusion became the norm. 

This sense of alienation continues in Phase Three. Although the 

presidential office changes occupants, it is now the Board that is engaging in 

authoritarian and irresponsible behavior. Those interviewed spoke of feeling lost 

and embarrassed in the chaos and tumult of the college at this time. Never did 
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they feel that their interests were at the heart of any institutional decisions. The 

penultimate crisis of probation caused professional concern and a sense of 

lacking legitimacy in the face of a college gyrating so wildly out of the control of 

those who worked within it to carry out its supposed mission. 

In Phase Four, the voice of individual experience related overload, stress, 

trying to function under a microscopic lens that measures and evaluates all of 

their ever-increasing work loads, while simultaneously de-valuing the work they 

produce and the effort it takes to do so. The academic culture of business, of 

market model ideology and academic capitalism takes its toll and individuals 

simply seek to keep up until their time is up. 

Above all, we should not ignore that the raw material of oral history 
consists not just in factual statements, but is pre-eminently an expression 
and representation of culture... a methodology through which struggle, 
conflict and development can be recorded, helping to create the 
conditions for greater mutuality and understanding and a potential source 
of transformation and dialogue. ( Clark, 2002:91) 

Discussion 

Ethnic minorities were not the only individuals I interviewed. In fact, my 

sample was predominantly male and predominantly Anglo. These people were 

not speaking from any theoretical conceptualization of organizations, nor were 

they speaking from any particular base or arena for reform. However, by their 

perceptions they do indicate that they realize the contradictions within their own 

experience and can articulate the sources of alienation and depersonalization. 
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They might not call it "oppression", but they speak of domination, of disrespect 

and the loss of certain liberties and degrees of autonomy. It is by incremental 

degrees that a toxic environment is created. The experiential record, articulated 

through interviews, speak as narratives to the daily impoverishment of a holistic 

reality, involving balance, autonomy and norms of relational respect, consensus, 

inclusion and participatory decision-making. There is little or no "ecosystem" of 

support and nurturanee that sustains individuals with respect; no relational 

integrity that allows and maintains autonomy and humane modes of creative 

production. In reviewing the book, I Will Bear Witness, Laura Shapiro for 

Newsweek Magazine, recounts how author Victor Klemperer kept diaries of the 

years 1933 to 1945 in Germany. As a Jewish man who is a WWI veteran, 

married to an Aryan wife, Klemperer is not deported. However, he details the 

daily eroding of liberties and the escalating insults. 

Much of Klemperer's diary records ordinary life-fixing the car, going to the 
dentist, meeting with students. Yet the torments, large and small pile 
up...Their sufferings can't be compared with those inflicted in the camps. 
But in a sense, the pedestrian nature of the oppression he describes 
makes it all the more harrowing. The overwhelming theme of Klemperer's 
diary is that..modern society can plunge into brutality. Day by day he 
shows precisely how. 

When speaking of oppression, there are degrees, a continuum that ranges 

from nuanced exclusion to horrific brutalities. On one level is perhaps trauma 

and total negation of life and liberty. Yet, by some degree, all forms of 

oppression share the same origin, the same ancestral root; that of trying to 
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coerce another, without respect, without regard, with another end in mind, most 

probably economic or status or acting out of hierarchical power. It is this form of 

oppression that constituents in First Pick make their way through on a daily basis 

here at beginning of the 21^^ century. Mary Marshall Clark writes of globalization 

but it also appropriate in this instance. 

Holding a mirror up to the culture of dehumanization in all of its many 
guises...[means] our best practices must stay rooted In the soil of our 
remembered humility, creativity, fragility and pain. Perhaps our most 
creative response... is to resist it, to continue to live and create despite it 
and to refuse the embrace of any language that would synthesize and 
homogenize our efforts to combat it... (2002:89) 

Conqruencv 

The various depictions of organizational life, one through institutional 

documents, the other through individual experiences range from tight 

congruency to oppositional positions that seem almost totally incongruent. 

In Phase One, the statements of organizational documents, the rhetoric of 

democratic ideals, of inclusion, of a strong advocacy for ethnic and cultural 

diversity and the desire to implement a new type of organization resonates and is 

verified through the voice of those I interviewed. There is a high degree of 

congruency between the documents and the individual and collective experience 

of those I interviewed. 

In phase Two, the institutional documents focus mostly on growth and 

credibility. The documents do not focus on any ideological or affective aspect of 
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institutional experience and this parallels individual accounts. What is excluded 

from the documents, however, are the horrendous assault on the ideals from 

Phase One and their total eclipse in the experience of college personnel. 

Between the espoused rhetoric of the documents and what individuals 

experience, there is a high degree of inconsistency. 

Phase Three continues the disparity between versions of organizational 

life. While institutional documents claim that leadership and governance looks 

out for the best interests of the college and all its stakeholders, in actuality, 

experience tells of individual and collective rifts and estrangement between 

leadership and the general constituency. The actions of the board leave the very 

college, and therefore the life work of its inhabitants, imperiled by probation and 

the threat of lack of accreditation. 

The pattern continues in Phase Four. Documents claim the 

implementation and practices of strategic Planning, with its unremitting scans 

and evaluations, bring a sense of vitality, direction and purpose to the college. 

Individuals talk of unrelenting pressure to meet deadlines, to consider their 

students as customers and their work only within an economic model that 

contradicts their own sense of personal and professional ethos. Those I 

inten/iewed spoke of weariness. Their own voices, often seeking simply to find 

value in the roles they perform within the educational enterprise, fall on deaf 

ears of an administration that lives in a separate sphere than their own. 
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Consequently, a certain cynicism about academia pen/ades. 

Holistic Eco-svstem Achieved According to Indigenous Values. 

It is only in Phase One that any holistic sense of community is achieved 

according to Indigenous values. In relating Indigenous views of governance, 

leadership and community, Haunani Kay Trask (1999) speaks of how leadership 

is judged by how well those who govern or lead care for their people. This 

resonates through the interviews and organizational structures in Phase One. 

Individuals felt their leadership, with only a few degrees of separation between 

them, spoke to them, spoke for them, and what is more, solicited their voices as 

well in decision-making and heeded their input. The principle that sharing is 

central and that social communications function through respect find validation In 

Phase One at First Pick College 

In a declaration of an Indigenous manifesto, author Gerald Alfred (1999) 

speaks of conduct and behaviors that are antithetical to Indigenous ethics. 

Coercive authoritarianism, forcing conformity to rigid customs and habit, greed, 

being goal oriented rather than process oriented. These tenets, however, could 

describe the totality of Phase Two in terms of governance and the environment 

created. 

The counsel from the Mohawk Nation (Akwesasne Notes, 1986) is, 'Don't 

let your economic interest..override your humanity..." They also expound that. 
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The [Haudenosaunees] principles that emerged...recognized that vertical 
hierarchy creates conflict, and they dedicated the superbly complex 
organization of their society...to prevent hierarchy. 

Yet, at First Pick College hierarchy and economic interests become the prevailing 

norms. Additional descriptors of Indigenous values and cosmology relate the 

optimum circumstances, 

Power used in ways to contribute to the creation and maintenance of 
balanced and peaceful coexistence. There should be universal inclusion, 
and maintenance of strong links between those charged with responsibility 
of decision-making and those who have to live with the consequences of 
those decisions. Everyone's' well-being must be taken into account 
(Alfred, 1999:42). 

Alfred also continues to say that endless references to the market or fiscal 

structures, excluding voices and any cold, calculating and coercive ways are also 

anathema to Indigenous cosmological concepts. 

It becomes clear then, that with the caveat of the first exceptional period 

of Phase One, First Pick Community College allows no aspects of Indigenous 

cosmology to flourish. In fact, since only those aspects of cosmology that run in 

almost direct opposition to Indigenous values seem to flourish, it could be stated 

as a case of cosmological colonialism. 

The entire educational mission and the academic environment run 

contrary to Indigenous conceptions of social structures, of leadership, of inter

relationships. David T. Suzuki, in drawing together what he calls the "Wisdom of 

the Elders" (1992) encapsulates the difference between Indigenous values and 

those found for the duration of First Pick after 1972, 
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Genuine wisdom is attributed to those with the capacity to feel, to exhibit 
compassion and generosity toward others...Of what use are 
instructions...if ones' capacity for feeling and compassion have been lost? 
(p.25) 

So, it is in the examination, not of the overt accoutrements of diversity in 

education, i.e. texts, and curricula and student/faculty representation, but in the 

minutia of the everyday that culture is found and revealed, because the 

embedded mucilage of the daily routine is what provides an additional, and 

perhaps more fundamental, level of resistance to diversity; for it is this mucilage 

that recreates and reproduces how the world is constructed within one cultural 

paradigm. Identifying the implicit norms and values of the work place, and 

tracing how these act as underlying referents within both the dominant society 

and higher education, reveals the governing cosmology that is used in everyday 

activity. These referents, and what cosmological values gives them authority, 

bares that skeletal infrastructure as the basis of what is learned and what 

constitutes the boundaries and parameters of our knowledge, relating the 

concept of change not to whim or unknowable qualities of temper, but to that 

which is tangible, constructed by the process of willed, conscious, albeit habitual, 

choice and selection. Examining the embeddedness of a cultural bedrock that 

negates differing cosmologies, and therefore negates achieving diversity, also 

tells of the damage inflicted upon those who do not necessarily qualify as "Other" 

but are also excluded from themselves by the dictates of the norms to which 

they subscribe. Cornel West claims, "Cultural Practices are the medium through 
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practice." (eserver.org/race/toward-a-theo ry-of-racism.html) 
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A Word About Cosmologies 

A "world view has a point of view" (Speth). 

Berger and Luckmann (1966) argue that social reality is a human 

construction, a product of social interaction and as such, world views are 

culturally and socially constructed as well. In my examination I designated the 

infrastructures of a paradigm as cosmology. To designate "cosmologies" is to 

signify the existence of difference among world views; there is no singular world 

view, (though present-day science and other hegemonic institutions would try to 

contend otherwise.) 

Cosmology is also defined here as how societies operate and how people 

relate to one another, as concepts underlying a world view. Cosmology 

explicates the varied ways that people have constructed their relations to the 

physical world; how they maintain subsistence and how they configure the social 

worlds they inhabit. Different societies have constructed different models of 

interaction, existence and being. Within cosmology, social institutions contribute 

to understanding the persistence of phenomena such as inequality in inter

relationships and hierarchy within environments, facets of which can operate 

materially, socially and psychologically. Cosmological diversity is not necessarily 
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based on constructions of race, gender, or class or indeed, any outward criteria. 

It can be said to be socially constructed, but it is rather a construction of the 

psyche, the consciousness of intent, action and behavior, relationships formed 

and environments created. I use "cosmological" or "worldviews" as it presents 

the fuller context that I would like to engage in: The totality of a worldview that 

is embedded and implicit, as well as Its explicit practices that are created by and 

yet sustain that vision. 

Another explanatory way of looking at cosmologies is as "modes of 

production"; not of the economic material aspects of life as in presented in Marx, 

but in qualitative and psychological terms, as that which produces the systems 

and apparatus for freedom, social justice and practices of equal distribution of 

resources to all of its constituency and how inclusive is the definition of that 

constituency. An ecosystem, defined as an all encompassing environment, is a 

mode of production- it does create value and has knowledge, and direct material 

consequences when any of its systems are thrown out of balance. When you 

define cosmology as a "system of production", the questions can be asked: Can 

the cosmological systems and apparatus produce respect, harmony, balance and 

autonomy? Is the cosmological construct, and the knowledge produced by that 

cosmology capable of fostering a realization of one's part in the whole of creation 

and the individual and collective responsibility to take that part/role seriously, 

acting on it with ethical commitment? 
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Since diversity on a cosmological level looks for a definition of cultural 

change that includes a change of thought and action and motivation for personal 

behavior, simple numbers will not suffice. A change in perception of how the 

world is configured, in the texture and quality and construction of everyday life 

would constitute a refashioning of individual consciousness and environments at 

a foundational level. Diversity here is used to signify a search for understanding, 

accountability and responsibility based on integrity that is absent in the cultural 

norms of our predominant society. It is the daily construction of reality that 

either creates or negates pluralism. And at this time in our history, pluralism is 

lost even in the face of representational difference by the overriding norms of 

the dominant culture. 

Much of critical theory and postmodernism base their theories on 

discerning and uncovering unequal relationships of power and the subsequent 

ways that power maintains hegemonic rule. There are various analytic lens 

through which these processes can be seen; economic modes of production and 

class in Marxism; gender in feminist theory; race in Critical race theory; 

subordination of nature in environmental and in eco-justice movements; 

politically and culturally in post-colonial theory; even historically, as in World 

systems and thelong-duree". However what is common to all of these theories 

and analytic devices is that they leave unquestioned the primary aspect of 

domination in all relationships (inter/ intra-human and human with the natural 
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world) and configure struggles within relations of unequal power differentials as 

the natural order of the world. However, there are always overlooked spheres of 

domination; the imperialistic construct of the mind which practices "power over" 

or dominance. In attempting to introduce concepts of white dominance to white 

audiences, Gary Howard stresses, 

It is important to remember as we embark on this complex and sometimes 
uncomfortable journey into greater understanding that the "enemy" is 
dominance itself, not white people (1999:57). 

I believe one of the most overlooked hegemonic assumptions at large, 

even in our postmodern age, is the core assumption of how the world operates, 

called in various times various names but with comparable manifestations. It is 

accomplished through maintaining unequal and inequitable power differentials in 

all aspects of, not just human, but planetary life. Just as hegemony "naturalizes" 

(in what it assumes to be a positive light) the very essence of its own nature; 

mainstream cosmological paradigms naturalize domination and inequality as the 

natural order of existence. One successful dimension of hegemony in its quest 

to reproduce has been the negating of any alternative, negating the possibility of 

a holistic perspective of the world based on harmony rather than competition and 

that has been construed as inevitable and therefore "natural" and even 

progressive, winnowing out the weak and unacceptable. 

I posit here that deconstruction has not burrowed deep enough. A 

profoundly disturbing and embedded hegemonic core of a now global culture is 
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that domination; the concepts of subjugation and inequity, are taken as the 

natural order of existence. Hegemonic thought shapes the current assumption 

that there really is no other way to conceive of either relations or the notion of 

power (individually and collectively), other than as manifesting in attempts to 

control and subjugate another in any relation between two entities. 

Postmodernism in its critiques of meta-narratives revealed the underlying 

structures of differential power relations. However, this is usually the point at 

which critique stops; the subsequent focus is on the relations of "power" of the 

revealed hegemonic. Unequal relations become the "a priori". The assumption is 

that one will always try, and succeed through various mechanisms, to dominate 

another. Much of post-modern theories concentrate on those mechanisms be 

they race, gender or class. There is no conception that two entities can meet on 

equal terms with mutual respect, and that the "natural" structure between any 

two entities, rather than enmity is one of equality. 

Hierarchy is naturalized, then, as is the belief that there must be a 

pyramidal structure with people occupying its various positions; that these 

positions are antagonistic to one another and there is no respect between them; 

constructs of inferiority/superiority are infused within the positions; there is a 

taxonomy of judgment and a conceptualization of the cosmos invested naturally 

with hierarchy. Only recently have various modes of mobility within the hierarchy 

become a tenable notion. And yet there is constant resurgent resistance to even 
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those fledgling notions. Within these oppositions, it is not hierarchy that is at 

question, but only the ability and permission to occupy a particular tier. Per 

notions of equality and inequality, I am not speaking strictly of material levels of 

equity, such as economic prosperity, but am concerned with psycho-social and 

ontic levels as well. 

Institutional Theory is useful in that a discussion of a few of the 

"institutions" that ostensibly support a non-hierarchical model can illustrate the 

shape and function of mainstream, dominant worldview cosmology. The 

foundational pillars of West are built on exclusion and purposeful negation of 

holism. Most critical literature concedes that Western paradigms are based on 

control, rhetoric of equality, false consciousness and false memory that are all 

mutually reinforcing. The privilege at the top of the hierarchy is a site that has, 

unfortunately, been conflated with assumptions; that if certain symbolic ideas are 

achieved, it will ostensibly mean universal equit/, such as capitalism (economic 

freedom), democracy and judicial law (civic freedom and fairness in the rule of 

rational law), or feminism (gendered freedom). Yet, often these freedoms are 

held by only a few, they still mean privilege just for a few; which is not equity in 

a world that continues to be enormously unequal outside spheres of privilege. 

So how does Indigenous cosmology differ and why would it offer a different 

paradigm from which to actualize diversity? 

In using Fourth World Theory, Indigenous cosmology is exemplified as 
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inclusive, seeking harmony and balance with all forms of life. It seeks the well-

being of all its constituents, not just the few. It claims responsibility for the well-

being of all within an ethic of care, understanding, compassion and respect. I 

contend that the aspect of indigenous cosmology that is useful for overcoming a 

hierarchical schema is its inclusive nature; lines of demarcation are impossible to 

draw. Indigenous cosmology recognizes that the fate of hegemony is 

inextricably tied to its own fate, and therefore does NOT seek to simply replace 

one hegemonic face with another, but to reconcile disparate entities within a 

harmonious whole. 

What comprises Indigenous as a constituency is what also constitutes its 

cosmology, which is the encompassing of a human group through its common 

belief systems, both as historical forms of knowledge and practice that continues 

through traditions and worldviews up until today. Indigenous cosmology is put 

forth here not only as an enduring tradition but also as an alternative to current 

structures that deny any environment constructed along holistic principles, 

through either intent or use. There is resistance to the idea, or at least people 

are loathe to acknowledge, that they are in fact, creating and recreating the 

world on a daily basis; that there is not a fundamental, inescapable reality as it is 

commonly perceived and construed. People are, regardless of theory, actualizing, 

they are practicing something. This underlines the fact that diversity is an 

everyday phenomenon, the recognition of difference exists, and it is as tangible 
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and as palpable as any other experience. Yet, how it is managed, even to the 

point of exclusion, is also an everyday activity of [non] consciousness, an act of 

non-participation in diversity, 

...there is more at stake, epistemologically, politically, and ethically- in the 
day to day work of building classification system and producing and 
maintaining standards than in these philosophical high fliers...[it is] the 
practical politics of classifying and standardizing...the process, deciding 
what will be visible within the system (and of course what will thus be 
invisible.(Bowker, 1999:10) 

Final Thoughts 

The efforts to achieve multiculturalism within higher education can often 

serve as a gauge to plumb the depth and scope; the nature and current 

condition of the struggles to achieve equitable relations among groups with 

different values and differing constituents, not only within higher education, but 

globally as well, 

"Education itself is an arena in which these ideological conflicts work 
themselves out. It is one of the major sites in which different groups with 
distinct political, economic, and cultural visions attempt to define what the 
socially legitimate means and ends of a society are to be." (Apple, 1988) 

Giddens offers the integrative idea that individual agency and structures, 

ostensibly created by society or larger institutional social forces are not an 

either/or proposition, but are, in fact, in a fluid relationship with each other. The 

concept of structuration underscores the duality of structure and agency. There 

can be no agency without structures that shape motives into practices, but there 
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can also be no structures independent of the routine practices that create them. 

Giddens Theory of Structuration stresses this mutual constitution of both 

structure and agency. Giddens argues that structure and agency are a duality 

that cannot be conceived of apart from one another. It is through their activities 

that humans create both their consciousness and the structural conditions that 

make their activities possible. Structures are simply the rules and resources that 

give similar social practices a systemic form. Only through the activities of human 

actors can structure exist. Since humans are considered to be social actors and 

have the capacity to self-reflect, they can examine their own activities and the 

structural conditions that impinge on their lives. They can then adapt their 

actions to either reproduce or negate hegemony, and Giddens emphasizes this 

path as humans having the ability to determine their own actions. Cultural 

change can come about in personal or private moments of individual 

transformation. While the stability of culture is maintained, slow incremental 

process is undergone as individuals strive to either reproduce, adapt or change 

the contexts which make their identities relevant (Giddens, 1987). 

In seeking to examine diversity issues from the perspective of Indigenous 

cosmology, there is the danger that some will find it untenable, citing a certain 

aspect of essentialism that cannot be transposed for general use in efforts 

towards social reform. But to change the course of events, to make the future a 

different history than what has gone before requires a liberation of thought 
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within a larger scope, as "All history is the history of thought" (Coiiingwood). 

Additionally, from authors such as Freire and Anzaldua comes the notion 

of moving the nature of consciousness and cognitive awareness onto 

metaphysical, psychological and spiritual terrains, away from strictly externalized 

identity. In conceptualizing education as a means of fostering critical 

consciousness, Freire claims that 

the more accurately men grasp true causality, the more critical their 
understanding of reality will be....It so happens that to every 
understanding, sooner or later an action corresponds...the nature of that 
action corresponds to the nature of understanding. Critical understanding 
leads to critical action...(Freire, 1973). 

As part of a movement for individual and collective justice, with an aim 

towards comprehensive equality, Anzaldua maintains that not only women or 

people of color or those who are marginalized can obtain an identity or 

consciousness of difference. In Borderlands, she writes of a theory of 

nepantlcl', that is, a place where many aspects of being from many different 

worlds, identities, and cultures can overlap. 

When I give my talks I use an overhead projector with a transparency of a 
little stick figure con un pie en un undo y otro pie en otro mundo y todos 
estos mundos [with one foot in one world and another foot in another 
world and all of these worlds] overlap: this is your race, your sexual 
orientation, here you're a Jew Chicana, here an academic, here an artist, 
there a blue-collar worker. Where these spaces overlap is nepantia, the 
Borderlands [Interviews]. 

The concept of nepantia, which Anzaldua characterizes as a "mestiza 

consciousness" can be conceived as a generalized phenomenon, similar to the 
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way that proletarian "class consciousness" in the Marxist tradition can be 

awakened, and does not belong to a single group, neither limited to members of 

the proletariat nor obtained automatically by members of that class. In this way, 

Anzaldua negates those that argue that advocacy from the standpoint of what 

might be considered as identity politics weakens the body politic in that it 

supports essentialism and negates against a civic identity necessary for a 

common culture. (Of course a "common culture" is problematic and is what sits 

at the root of many of the discourses on social justice, when the culture imposed 

is one based on inequality.) Any environment that negates the humane, the 

affective aspect of human existence and, in its place offers only coercion, 

disrespect, lack of autonomy, and a hierarchical context creates a toxic 
% 

environment. It is a toxicity that achieves a slow incremental, implicit death. In 

the London Times, a short article reveals the state of affairs in terms of 

cosmological diversity and the fate of healthy human eco-systems within the 

context of Western paradigms. 

The man chosen to head the Bush administration's wildfire prevention 
program doubts the existence of ecosystems....Albert Fitzsimmons says 
that ecosystems exist only in the human imagination and cannot be 
delineated...(Aztec Press, September 12, 2002, Vol. 47. Issue 2). 

Those interested in change must begin to address the deficiencies in western 

cosmology that mitigate against transformation, and in fact act as hindrance to 

enacting change. Western cosmology must begin to see its limitations, and the 



723 

under-developed concepts inherent in understanding how to strive for and 

achieve peace and equity. In this domain western ontology remains 

cosmologically illiterate. 

Implications for the Literature on Diversitv 

To broaden the scope and deepen the meaning invested in research on diversity 

issues, future research must not focus only on representational diversity but also include 

these aspects of philosophic, environmental and organizational diversity. Qualitative 

research that makes constituent experience the litmus of a successful organization will 

provide insight into the structures and processes that can move educational institutions 

towards a more comprehensive form of equality; investigation that moves beyond 

assumptions of power differentials as the 5/7/7(X/model of interaction, assuming a holistic 

environment as the norm. Examining for mechanisms that prevent the achievement of 

holistic environments will enable a different language and a different iconography of 

reform to emerge. A valuable goal may be in leaming to recognize not only patterns of 

negation and dominance, but in conceptualizing systems that can maintain a standard of 

care as the embodiment of diversity for all. I would suggest future research remove 

limitations that fetter a conceptualization of diversity as having emancipatory meaning 

and healing possibilities for ALL members of our society. A more comprehensive 

picture of diversity takes the onus for change OFF of the embodiments of only 

representational difference, the most obvious "change agents"; women and 
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ethnic minorities within the system. Cosmological diversity places accountability 

for pluralism within the everyday construction of social and personal reality. It is 

not restricted to non-whites, but rather is found in those willing to break 

inequitable and destructive social constructions, however deeply embedded. 

Policv &. Practical Implications 

Within the word we find two dimensions, reflection and action, in such 
radical interaction that if one is sacrificed-even in part- the other 
immediately suffers. There is no true word that is not at the same time a 
praxis [ the synthesis of action and reflection which leads to the work of 
transformation or praxis]. Thus to speak a true word is to transform the 
world (Paulo Freire, Pedagogy of the Oppressed). 

The first implication for policy within organizations of higher education would be 

to reconceptualize the "problem" of diversity; that issues of diversity do not 

necessarily lie, or singularly lie, within the parameter of representational 

difference. The "problems" go deeper, to the constructs of reality that hold sway 

within institutions, and within dominant cultural norms. To own those norms as 

problematic and to admit to the consequences of those norms as endemic 

regardless of what conventional notions of diversity hold to be true, regardless of 

the demographic profile of the institution would be an initial step in opening 

productive discussions along cosmological lines. Policy implications would be 

shaped by different goals, not on political expediency or jockeying within 

hierarchical structures or yielding to external economic determinants. 
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A significant aspect of incorporating cosmological diversity into 

institutional practice and institutional culture would be to have different 

expectations of leadership, and have all organizational constituents become 

fluent in the differing expectations and definitions of diversity. One goal would be 

to move from concepts of cultural diversity to substantive understandings of 

cultural pluralism. This goal is reflected in the first three articles of the "UNESCO 

Universal Declaration on Cultural Diversity" adopted in November 2001 

In our increasingly diverse societies, it is essential to ensure harmonious 
interaction among people and groups, with plural, varied and dynamic 
cultural identities as well as their willingness to live together. Policies for 
the inclusion and participation of all citizens are guarantees of social 
cohesion, the vitality of civil society and peace. Thus defined, cultural 
pluralism gives policy expression to the reality of cultural diversity. 
Indissociable from a democratic framework, cultural pluralism is conducive 
to cultural exchange and to the flourishing of creative capacities that 
sustain public life (Article 2, (pp.10-11) 

A second goal might be to become more inclusive in the aspects of being 

denoted as significant, beyond a numerical or economic litmus. 

Cultural diversity widens the range of options open to everyone; It is one 
of the roots of development, understood not simply in terms of economic 
growth, but also as a means to achieve a more satisfactory intellectual, 
emotional, moral and spiritual existence. (Article 3) 
fwww.unesco.ora/confqen/press rel/21101 cit diversitv-.shtmn 

How can we begin to construct a shared destiny? The goal of 

multiculturalism is not schisms, but is really to see the same basic unit of analysis 

as fundamental; the absence or presence of respect and care, all experience 

seen through a lens of "carism" if you will. Care is a counter-hegemonic tactic. 
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Care mitigates against depersonalization. It breaks down the scale of interaction 

back to human levels, back to achievable action for amelioration. 

In examining for differing definitions of diversity, where does that path 

lead? The exploration, rather than being an indictment, is actually a perspective 

of hope, because efforts cannot be deemed to have failed if they have actually 

never been fully understood or successfully implemented. This research 

examined the repercussions of overlooking cosmology in the ongoing definitions 

of diversity in higher education and how the outcomes differ in substance when 

that critical factor is overlooked. 

The passion for global justice does not attach to the human spirit as just a 
'good idea': it is acquired through first person experiences that concretize 
concepts such as freedom and equality, allowing them to be integrated 
and to lead to constructive social action ( Adams & Goldsbard, 2002, 
p.26). 
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Institutional Documents used in Document Analyses: 

PHASE I 1965-1971 

Annual Report 1967-68 
College Catalog 1970-71 
Status Study Report for NCA Accreditation Status 1971 

Response to the NCA Visitation Team 1971 
Organizational Charts 1971 
Annual Report 1970-71 
College Newsletter Vol.1 No. 2 
College Perspectives Vol.1 No.3 Fall 1969 
College Perspectives June 1971 
College Governance 1973 
HEGIS Report 
Ephemera 

Total: (12 documents) 



PHASE II" 1972-1981 

Decade of Service 

1981 Self Study 
Affirmative Action Plan/Equal Opportunity Policy 1974-75 Draft 

Summary of the District Master Plan 1980-85 

College District Five-Year Projection 1973-78 
LIueve Tlaloc- Composition Journal 1973 
Planning Date for Educational Facility Development 1974-1980 

Report of Examination Visit for the NCA Accreditation 
Official Enrollment Statistics Fall 1976 
Educational Planning and Resource Management Correspondence 
1975 
Institutional Personnel Handbook 1978 
First Pick Reports Vol.1 No.l Winter 1975 
College News - Vol.1 No.2 Spring 1975 

Vol.2 No. 2 Winter 1975 
Vol.3 No.l Winter 1977 

Facilities and Enrollment Planning 1973-1990 
Abridged Fact Book Fall 1973-1977 
Fact Book Fall 1975 
Fact Book 1976-1977 
Newsletter March 1972 
Newsletter June 1972 
Newsletter November 1972 
To Serve The Community 1970 
College Catalog 1975 
College Catalog 1980 
IPED/HEGIS 

Ephemera (newspaper articles from 1970-19811 
Total: (27 documents) 



PHASE III 1982-1991 

Report of Progress Toward Amelioration of NCA Concerns 1990 
Correspondence to Community College Board 1989 
Report to Board of Directors 1989 
Image Study prepared by Taylor Advertising 1989 (Vol. 1) 
Faculty Ad Hoc Committee Minutes 1986 Meetings 2-5 
Student Success Equality Circle 1986 
Draft of the NCA Self Study 1990 
Announcement of New College Mission Statement 1990 
Institutional Self Study 1990 

Letter from President on College Probation 1989 

Special Edition Bulletin (on President's suspension) 1989 
Affirmative Action Plan 1988 
Fall 1985 Survey for NCA Progress Report 
College Policy Manual 1985 
NCA Focus Visit Report 1984 

Update to the Institutional Profile Self-Report 1988 
Five Year Master Plan 1981-1986 
Title III Strengthening Institutions Program 1990 

Student Right to Know Campus Security Act of 1990 
Press Release 1989 

IPEDS/HEGIS 1985 & 1990 
Ephemera 

College Catalog 1985 
College Catalog 1990/91 
Total: (24 documents) 



PHASE IV- 1992-2001 
Strategic Plan 1992-1997 
Longitudinal Study of Minority Student Retention and Transfer Success 

NCA Focused Evaluation Report 
Master Plan 1992-1997 

Master Plan 1994-1999 
Discrimination Complaint Procedure 
Program Development Awards 
Annual reports of Institutional Grants 
Graduates Summary 1996-97 

Chancellor's Values Forum 1996 
What We Value-Students and Employees Survey 1996 
Fact Book 1997-98 

Personnel Policy Statement for Employees 1998-99 
Institutional Climate Report 1996 
Institutional Climate Report 1998 
Institutional Climate Report 2001 
Handbook For International Students 
Student Handbook 1999-2000 / 2001 
Dean's Minority Education Initiatives 1997 
A Call to Leadership for Diversity 1997 
Cultural Commonalities Committee Minutes (1997) & (2000) 
Cultural Commonalities Committee Student Campus Climate Survey 
2000 
Preliminary Self-Study Plan for NCA Accreditation Report 2000-2001 
Institutional Self-Study Report 2000-2001 
Bulletin Dec. 2000 

Realizing Dreams- Title V Grant 2000 

IPEDS Report 1997/ IPEDS 1998 / IPEDS 1999 
College Catalog 1995 
College Catalog 2000/2001 

Mission Indicators of Success- Outcomes Reportl999/2000 
Ephemera 1992-2001 
Total (33 documents) 
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Electronic Mail Letter requesting interviews: 

Mav I interview vou? 

Dear 

Please let me Introduce myself. My name is Melissa A. Johnson and I am 
a doctoral candidate at the University of Arizona, at the Center for the Study of 
Higher Education. I am currently conducting research for my dissertation. My 
subject is a case study of First Pick Community College, specifically the Best 
campus because of its status as the "original campus". I am doing a long-term 
analysis of the diversity efforts at the campus. I am seeking individuals who 
have worked at First Pick Community College for a period of over 20 years. Your 
name was suggested to me. I would like to ask you to participate in my study 
by allowing me to interview you about your experiences at First Pick Community 
College. 

I am aware of the busy, and often hectic, schedule towards the end of the 
semester. In looking at the First Pick calendar, I see that May 17th is the end of 
the semester. Any appointment that we make would of course be at your 
convenience. Whether you would like to meet after the May 17^^ date, or prior 
to that date, I would be happy to accommodate your schedule. 

Please let me know by return e-mail if you would be willing to meet with 
me. If you would inform me of a date and a time, I will call you and confirm, 
and answer any more questions that you may have about the interview process 
or my study. I would appreciate your time very much. Thank you. 

Sincerely, 

Melissa Johnson 
Graduate Student 
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Interview Questions 

Interview Questions were used only as a guide and each and every 

question did not get asked in each and every interview. At times questions were 

paraphrased. They were not always asked in the same sequence as numerically 

ordered here, but I would refer to a particular question if the discussion ranged 

into that field of topic. 

Individual Interview Questions 

1. How long have you worked at First Pick College? 

2. Can you describe what your early years were like here at the college, the 
atmosphere and organization? 

3. Can you tell me about Administration in the early years and now? Has it 
changed? How so? 

4. Do you feel included in decision-making? In the early years? Now? What 
has changed at all? How so? 

5. In looking back in an overview of the college as an organization, what was 
its' structure like? Has that changed over the years at all? How so? 

6. How was your department structured? Was there any overlap or were 
there clear divisions between other departments? 

7. How was interaction between different levels within the college such as 
faculty/administration, or student/faculty? 

8. If there are any unspoken rules at the college, what would they be and 
whom do they impact the most? 

9. If you had to relate the strongest "unspoken rule" of the college, what 
would it be? 

10. Do you feel part of a community here at First Pick College? Why or why 
not? What factors contribute to those feelings? Have your feelings 
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changed at all over the years? How so? 

11. Do you feel the college perceives and treats you as a whole person? 

12. What do you feel is most important to First Pick College in terms of its 
employees? 

13. If you had to describe the values of the college- what would they be? Who 
benefits most from these values? 

14. Who gets taken care of the most here at the college? 

15. How do the ethics of freedom and respect operate in your daily work 
environment? 

16. How would you describe the institutions' culture? 

17. Do you think there is a difference between the institution's culture and 
your own? If so, can you describe that difference? 

18. How would you describe the environment here? How does this 
environment affect you? 

19. Do you think the college is interested in your well being? How is that 
expressed to you? 

20. How does the college indicate your value to its enterprise, other than 
economic? 

21. Is there an expressed care for you as an individual? For your work? How 
so? 

22. What gets done at the college without your permission or input? 

23. Where do you feel you have the greatest span of control? 

24. How would you describe how you are supported in your work? 

25. What has gotten better at the college- what has gotten worse? 

26. In terms of the workplace, how would you like things to be? 
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