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ABSTRACT 

The effective administration of tribally chartered 

community colleges is critical to the achievement of 

American Indian goals for self determination. American 

Indian administrators of community college programs were 

surveyed to identify their backgrounds, role perceptions as 

administrators and their concerns related to role conflicts. 

The study was conducted in 14 of the 16 Institutions 

within the American Higher Education Consortium. Two 

institutions had no American Indian administrators. Of 75 

potential respondents participated in the study. 

The respondents had the characteristics of being 

Indian, of speaking an Indian language, of being committed 

to the integration of an Indian philosophy into college 

experiences, of being educated in reservation public schools, 

of having more than three years of experience as an admini

strator, and of having come into the position from another 

institution. 

The two roles perceived by these administrators as 

important to their institutions were "advisor to non-Indians" 

and "human relations expert." Roles perceived as being most 
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important to the Indian communities were as provider for 

educational leadership and intermediary between Indian 

and non-Indian people. 

The American Indian administrators also identi

fied their personal roles as catalysts for change, 

facilitators of institutional excellence, human relations 

specialists and mediators for Indian and non-Indian 

relations. These roles form the core features of identity 

common to the participating American Indian administrators. 

Participating were asked to determine possible 

role conflicts. Prom a list of 20 statements three were 

perceived as conflicts. Having a simultaneous commitment 

to the Indian community and to the institution was one 

source of conflict. Another was allowing conflict to 

become the basis for institutional change. A third con

flict resulted from attempts to be a successful role model 

for other American Indian people while effectively 

administering the college programs. 

Reviewing their own experiences, administrators 

identified the greatest problems they face as being a 

successful role model, the expectations of Indians and 

non-Indians that they should perform as a higher level 

than their Anglo counterparts, the use of conflict in their 
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own institutions as a condition for improvement, pressures 

on them to serve as Indian spokesmen, and being torn between 

the Indian community and their college duties. 

The findings of this study underscore the impor

tance of staffing American Indian colleges with competent 

and strong Indian administrators. The problems experi

enced by American Indian administrators are in many cases 

the same as non-Indian administrators. In order to provide 

the very best American Indian administrators for the 

American Indian community colleges advanced degree training 

must be emphasized. 



CHAPTER 1 

INTRODUCTION 

The concept of American Indian higher education . 

is relatively new, while education in general has occurred 

among Indian tribes for a long period of time (Wax 1971). 

However, there is mention of Indians having a non-

cooperative attitude toward the establishment of higher 

education in the English Colonies when a massacre occurred 

in 1622 which aborted the Henrico College project in 

Virginia (Lineberry 1975)- Conversely, secondary and 

post-secondary education in America was relatively rare 

for most Americans during this time period. Formal edu

cation for Native Americans was slow in developing 

thereafter for various reasons. 

Historically, formal education among the Indian 

population was initiated when treaties were signed with 

them by the United States Government (Price 1973). 

Primarily, secondary education has been the thrust of the 

federal government with the intent of integrating Indians 

into the mainstream of American life (Wax 1971). This 

concept does not consider the importance of developing 

1 
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and maintaining an educational system to facilitate sur

vival of a unique cultural population. By contrast, 

compulsory education was mandated by the Secretary of 

the Interior in I885 as a useful and effective tool to 

"citlzenize" the Indians (Price 1973)• This policy was 

not limited to native Americans; national policy during 

that period emphasized assimilation because of the great 

influx on European immigrants, many of whom spoke no 

English. 

This "citizenlzing" process continued until 1928; 

the Merriam Report documented the failure of the govern

ment to provide suitable education and labeled the effort 

"a national disgrace" (Merriam 1928). Subsequently, the 

Indian Reorganization Act (or Wheeler-Howard) was passed 

in 193^ to promote and facilitate tribal self-government, 

while self-determination in education also was mentioned 

as being essential to tribal autonomy. 

Although Indian tribes were recognized as dis

tinct social and legal entities during this period, 

Indian education was still held low priority with the 

federal policymakers. In fact, during the Eisenhower 

Administration, the Commissioner of Indian Affairs advo

cated "relocation" (from reservation to urban areas) 

and "termination" (of the special relationship of Indian 

lands) . 



Politically, tribal groups were caught in a 

dilemma when it came to national affairs which directly 

affected their lives. The "National Indian constituency 

became a reality when the late Senator Robert P. Kennedy 

pioneered the creation of a Subcommittee on Indian Educa 

tion within the U.S. Senate in 1968 (Wax I97I). 

In 1969> ^1 years after the Merriam Report was 

published, a Special Subcommittee on Indian Education of 

the Committee on Labor and Public Welfare (U.S. Congress 

1969J p. xiv) reported the sorry condition of Indian 

education and labeled it "a national tragedy" with the 

following summary: 

In conclusion, it is sufficient to restate our 
basic findings; that our Nation's policies and 
program for educating American Indians are a 
national tragedy. They present us with a national 
challenge of no small proportions. We believe that 
this report recommends the proper steps to meet 
this challenge. But we know that it will not be 
met without strong leadership and dedicated work. 
We believe that with the leadership for the 
Congress and the executive branch of the Government, 
the Nation can and will meet this challenge. 

One of the recommendations made by the committee 

was for the nation to adopt, as national policy, a 

commitment to achieving educational excellence for 

American Indians (U.S. Congress I969). 

On July 8, 1970, President Richard M. Nixon 

delivered a message on American Indians pertaining to 

their right to control and operate federal programs. 
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In announcing the transferring of power to Indian tribes. 

President Nixon commented, "For years we have talked 

about encouraging Indians to exercise greater self-

determination, but our progress has never been commensu

rate with our promises" (Price 1973> p. 567). He further 

cited as examples of local control the Salt River Tribe 

and the Zuni Tribe having taken over virtually all of the 

programs which the Bureau of Indian Affairs had tradi

tionally administered for them (Price 1973, p. 569). 

This development (i.e., self-determination in 

education) culminated in the passage of Public Law 93-638 

during the 93rd Congressional Session on January 1975 

(88 Stat. 2203). The enactment's primary purpose reads: 

To provide maximum Indian participation in the 
Government and education of the Indian tribes in 
programs and services conducted by the Federal 
Government for Indians and to encourage the de
velopment of human resources of the Indian people; 
to support the right of Indian citizens to control 
their own educational activities; and for other 
purposes. 

One of the primary factors in Indian 

self-determination at the secondary education level has 

been to train and produce bilingual/bicultural teachers 

who are understanding and committed to educating Indian 

children on reservations across the country (Brophy and 

Aberle I966). Basic to this process of self-determination 

in education is the availability of educational person

nel who can effectively cope with the demands of 



traditional education, while incorporating relevant 

alternatives into those institutional forms that meet 

the unique bilingual/bicultural need of the students. 

As previously mentioned, a heavy emphasis has been placed 

on teacher training at the secondary education level 

(Wax 1971). 

A critical condition among most tribal educa

tional systems has been an absence or limited number of 

trained Indian school administrators on reservations. 

Some tribal groups such as the Navajo Tribe have imple

mented school administrative training programs specifi

cally designed to their cultural and educational needs 

(Plannery 1973). 

Crucial to all of the above was establishment of 

the American Indian Higher Education Consortium (AIHEC) 

in 1969 as a nucleus of tribally charted colleges to help 

them cope with mutual concerns and provide support in 

their overall efforts. As of the date this study was 

undertaken in 1978, there were I6 tribally chartered 

and controlled colleges which comprised the consortium. 

These colleges are largely isolated from the mainstream 

of American higher education with locations on reserva

tions remote from centers of population. 

For example, Navajo Community College was estab

lished in 1969 as the first tribal chartered and 
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controlled community college In modern times. As a 

precedent-setting institution, its successes and failures 

have been closely watched by other tribes. The college's 

basic philosophy is that perpetuation of the Navajo cul

ture through study and experience is critical to the 

overall educational scheme for the Navajo people. Thus, 

the burden of providing sound leadership and a success

ful venture in Indian higher education rested with top 

level Indian administrators. As any new institution, the 

formative years saw difficulties. In addition to main

taining a conventional and traditional community college, 

Indian administrators had to operate the college accord

ing to basic Indian philosophy. 

Statement of the Problem 

With the advent of Indian self-determination, a 

number of tribes have established tribally-chartered 

community colleges in an effort to make higher education 

available to people on the reservation. Sixteen such 

Institutions were established in the decade 1969-1979, 

primarily in rural areas (see Appendix A). Because of 

the purpose for which these institutions were established 

and because they are trlbally controlled, they have been 

staffed largely with American Indian administrators. 

Nevertheless, little is known about the backgrounds, role 

perceptions and role conflicts experienced by these 
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administrators. Information is needed in these areas 

in order to develop strategies for their Improvement and 

change to advance tribally controlled community colleges. 

Purpose 

This is an exploratory and descriptive study of 

American Indian administrators of tribally chartered and 

controlled community colleges. The study explores the 

backgrounds, role perception and role conflicts perceived 

by these administrators. Conclusions are drawn and 

implications of the findings are explored in terms of 

the selection, pre-service and in-service preparation of 

administrators for these institutions. 

Significance of the Study 

This study is significant because of (1) the 

emergence of tribally chartered and controlled community 

colleges, (2) the emergence of American Indian adminis

trators for these institutions, (3) the need to identify 

role perceptions and conflicts confronting these 

administrators and (4) the implications of the findings 

for the pre-service and in-service preparation of 

administrators for these institutions. 

The study is perceived to be timely because of 

the federal government's recent support via legislative 

acts (Public Law 93-538 and S. 1215) which promote 
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self-determination in both secondary and post-secondary 

education. Native Americans are becoming more actively 

involved in the implementation of all facets of education 

and the study will attempt to identify role conflict 

specific to minority groups. There is reason to believe 

that more tribal groups may decide to take advantage of 

these recent legislative enactments and establish higher 

education programs and institutions. 

Basic Assumptions of the Study 

This study of American Indian community college 

administrators is based on the following assumptions. 

1. The personality of the Indian administrator is 

influenced and affected by the sociocultural 

milieu in which he/she has developed. 

2. The personality of the Indian administrator con

tains certain values learned in his/her parent 

culture. 

3. The Indian administrator will anticipate certain 

role expectations and behavior for himself/herself 

and for others shaped around these values. 

4. The Indian administrator's values and formally 

learned administrative capabilities are variables 

which condition his/her role both as a native 

American and as an educational leader. 
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Research Questions 

The following research questions constitute the 

focus of this study. 

1. What are the background characteristics of Ameri

can Indian administrators of tribally chartered 

and controlled community colleges? 

2. What perceptions do these American Indian 

administrators have of their roles as educational 

leaders and administrators? 

3. What role conflicts do American Indian adminis

trators of tribally controlled community colleges 

perceive while administering the providing 

leadership for these institutions? 

Limitations of the Study 

The study was limited to American Indian 

administrators of the 16 Indian chartered and controlled 

community colleges (see Appendix A) which were operating 

in 1978. 

Definition of Terms 

The terms basic to thi's study that are used in 

specific ways are as follows. 

1. Conflicting expectations—a condition reflecting 

incongruence in expectations from external 

sources. 



2 .  Culture—"the distinctive way of life of a group 

of people, their complete design for living" 

(Kluckhohn I96I, p. 86). 

3> Idiographic—individual personality structures 

and need. 

4. Nomothetic—institutional personality structures 

and need. 

5. Perception—an immediate or intuitive cognition 

or judgment of ideas, behavior or social role. 

6. Expectation—an evaluative standard applied to an 

incumbent of a particular position; a responsi

bility or obligation placed on another person who 

occupies a given position in an organization 

(Knezevich 1971)• 

7. Role—a series of somewhat unified expectations 

applied to an incumbent of a particular position. 

An actor's role in a social system is defined by 

the obligations and responsibilities attached to 

his or her position. The role places the actor 

in organizational perspective and relates him 

or her to other individuals playing roles_in the 

social system (Knezevich 1971). "An office or 

position in an organization held by both on

lookers and by the person occupying the role" 

(Owens 1970 J p. 71). 



8. Role Ambiguity—uncertainty on the part of an 

individual as to external expectations of his/her 

role. 

9 -  Role Conflict—the role which places the actor 

contrary to organizational perspectives which 

relates him/her to other individuals within the 

organization and social system. 

10. Role Expectation—the concept used to describe 

the perception that individuals have of the role 

expectation that others hold for them or that 

each holds for himself/herself. 

11. Value—a selective orientation toward experience 

implying strong commitment or repudiation which 

influences the order or choices between possible 

alternatives in action (Kluckhohn 1961, p. 18). 

Summary 

In Chapter 1, a brief overview was provided for 

this investigation to give the reader an understanding of 

the background of the study. The purpose, significance, 

scope and basic assumptions were explained. Limitations 

were stated and definitions of terms that were important 

to this investigation were provided. The statement of 

the problem was defined and clarified along with the re

lated research questions that were tested to complete 
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the analysis. Chapter 2 provides a selected review of the 

literature which is available on the topic. Chapter 3 

provides the methodological treatment of the data. In 

Chapter , the compilation and analysis of the data are 

presented along with the interpretation of tables con

structed to summarize the data and the answering of 

related research questions. In Chapter 5, the summary, 

conclusions and recommendations are made. 



CHAPTER 2 

RELATED THEORETICAL AND RESEARCH BACKGROUND 

This chapter is devoted to discussion and review 

of those theoretical and research findings which lend 

support to role perception and conflict specific to 

Indian administrators in recently developed Indian com

munity colleges. 

The new emerging Indian higher educational 

institutions have a common purpose of providing and 

delivering educational services to a diverse student 

population. The institutional structure comprises 

individuals J some of whom assume leadership roles. Roles 

are defined according to the mission of the Institution 

(Balderston 1975),. Administrative interactions and role 

conflict factors usually exist as illustrated by Cuba's 

(i960) administrative model (Figure 1). The social 

process in administration in this model relates to (1) 

the institutional or nomothetic dimension and (2) the 

individual or idiographic dimension. Descriptions of 

both are contained in the scope of the problem section. 

In addition, a conceptual sociocultural role conflict 

model (Figure 2) was used. This model was successfully 

13 



ADMINISTRATOR 

Actuating Force 
(Power. 

Has delegated status 
and exerts delegated 
authority with respect 
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Integrating 
Forces 

(Goals and Values) 

Dimension 

(Nomothetic) 
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prestige and 
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Influence with 
respect to the 

Alienating 
Forces 

Person 
Dimension 

(Conflicts) (Idlographlc) 

Integrating 
'Forces 

(Goals 
and 
Values) 

BEHAVIOR 

GOALS 

Figure 1. Model of internal administrative relationships. — Prom Guba (I96O). 
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Culture Culture 

Marginal 
Situation 

Marginal 
Self 

Role 

Role Conflict 
Situation 

Role 
Behavior 

Figure 2. Alternative model of role behavior. — Taken 
from Contreras (1977). 
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used in a similar study with the Mexican-American popu

lation (Contreras 1977)• This model assisted the 

researcher to better interpret the theoretical findings 

because of its unique interpretation of cultural sociali

zation and values in the subject matter. 

A Brief History of Role Conflict in 
Indian Education 

It was mentioned previously that possible role 

conflict experienced by Indian administrators in the edu

cational system has been directly related to past federal 

and tribal relationships. Subsequently, educational 

endeavors among the American Indian population have been 

in large measure designed to acculturate and assimilate 

them into the mainstream of American life (Wax 1971). In 

essence, the melting pot concept which affected other 

minorities basically held true for Indians as well. Thus, 

education for Indian groups becomes a closed system, 

divorced from those to whom it is theoretically account

able and has become self-serving (Wax 1971) and sometimes 

destructive to Indian people. As a consequence, the 

federal government, being representative of the country 

at large, did not consider the special and unique needs 

of the native Americans for whom it is responsible and 

accountable. 
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The second source of conflict has been the history 

of social contact of Indian communities with legal, 

social, political and economic institutions of the 

dominant social system. Until the 19^0s, the exposure 

of Indian communities to formal learning was very much 

Isolated from the dominant social system. Much of the 

social contact that did occur was negative and oppres

sive. After World War II, increasingly diverse experi

ences outside Indian community boundaries prompted more 

interaction with the dominant social system. While this 

outside exposure enhanced awareness of the larger social 

system, it also Invited conflicts. The smaller culture's 

primary Interest was to promote preservation of their 

cultural heritage and identity. Such an Imbalanced 

relationship continues today. While a particular kind of 

social conflict will not be discussed in this study, it 

does provide an important context for the major questions 

addressed in the study. 

In the 1960s, with the influence of the national 

policy of "equality of opportunity," integration of edu

cation and communal contact increased for numerous 

segments of society. This was especially true for 

Indians residing in urban areas. 

In the area of education, Indian administrators 

attempted to cope with the interaction and integration 
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process while functioning in dual educational systems 

(federal and state). It is assumed that these adminis

trators faced conflicts of various types while emphasizing 

the use of education as a vehicle of social Integration 

and mobility. While there was an awareness of cultural 

revltallzation and retention, quality education had to be 

achieved. A primary question has been whether these 

administrators were adequately coping with such inter

actions and integrations (Flemmlng et al. 1975). 

Conceptlonal and Theoretical Background 

Conceptually, this study views the Indian ad

ministrator as an actor in a social network of 

interpersonal relations. This notion follows from the 

idea that human behavior consists of Interactions that 

orient people towards each other, thereby making them 

mutually responsive. The concept of role Is useful in 

explaining these relationships. 

Role analysis provides a framework for an under

standing of the interaction process of the school and 

Indian community. The relationship can be conceptualized 

as one in which the school system and the Indian com

munity are actors, the first actor, the school system, 

being characterized as having dominant, institutional

ized norms and behaviors. The second actor, the Indian 



community, can be characterized as having its own norms 

and behaviors, some of which are incompatible with insti

tutionalized norms and behaviors. 

As a consequence of these differences in norms 

and behaviors, the relationship is characterized by 

conflict. To contend with the conflict in perceived 

norms and behaviors, an alternative medium is sought, one 

that will not necessarily minimize the conflict but will 

facilitate an interaction process that reduces the direct 

consequences of the conflict for the incompatible actors. 

Hence, there is a third actor, the administrator, partici

pating in the relationship, one whose characteristics and 

attributes are relevant to the expectations held by both 

the first and second actors in the relationship and by 

the third actor himself. 

Research Related to Role Conflict 

Role conflict has received increased attention by 

researchers in recent years. Research on role conflict 

has been facilitated by the formulation of the concept of 

role as the expectations held for the incumbent of a 

position. Consequently, these notions also suggested 

the problem of conflicting expectations or role conflict. 

Investigation of role conflict has focused on three basic 

and related questions. First, what actions are carried 

out by individuals exposed to role conflict? Second, 
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what are the types of situations that generate conflict 

and the types of individuals more frequently exposed to 

conflict? Third, what are the consequences of experienc

ing role conflict both for the individual and the 

institution? 

While the incumbent of a position incurs specific 

expectations, Merton (1957) further speculates that a 

position Involves not a single role but a set of associ

ated roles. Merton describes this characteristic as a 

role set, which is a set of relationships encountered 

by an individual occupying a particular social status. 

Complicating this situation is what has been re

ferred to as "multiple roles," or in Merton's terminology, 

as status sets. In other words, there is, in addition to 

associated roles of a single position, another network of 

roles associated not with a single position but with 

various positions in which an individual finds himself/ 

herself (i.e., father, husband. Catholic-, administrator, 

Republican, and so forth). Stouffer (19^9j P- 707), in 

addressing the topic of conflict of roles, suggests that: 

Conflicts of role obligations are a common ex
perience of all people . , . conformity to the 
norms of one (set of obligations) is incompatible 
to the norms of the other (set of obligations). 
Most adults are subject to strains of conformity 
to norms incompatible from one group to another. 
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Getzels and Guba (195^), Gullahorn (1956) and 

Parsons (1966) contend that whenever an actor is required 

to fill simultaneously two or more roles that present in-

congruent and mutually exclusive expectations, role con

flicts are bound to occur. In less general definitions of 

role conflict, other researchers (Getzels 1952; Gross, 

Mason and McEachern 1957s Grunsky 1959) have qualified 

their interpretations. Three such qualifications made 

relating to role definitions are the degree to which 

legitimacy, perception and sanction govern the role as 

defined by the situation, Grunsky (1959), in his analysis 

of role conflict in an organization, argued that role 

conflict occurs when two conditions are met: (1) two or 

more inconsistent patterns of role expectations and 

behavior are attached to one position in a system and 

(2) both patterns of expectations are defined by the 

organization as legitimate. 

Gross et al. (1957, p. 2^8) considered percep

tions of the actor as more significant than the legitimacy 

dimension, defining a role conflict as "any situation in 

which the incumbent of a focal position perceives that he 

is confronted with incompatible expectations." Gross et al. 

(1957) further stress that an expectation may be considered 

by the incumbent of a position as legitimate or illegiti

mate depending on whether an actor feels that an individual 
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or group has a right to expect him to behave In conformity 

with the individual's or group's expectations. According 

to this formulation, conflict is simply a perception of 

incompatible expectations. Perceptions concerning failure 

to conform will result in the application of strong nega

tive sanctions. 

The perception of the sanctions is only partially 

developed within the organization. An individual's per

ception of his role is influenced by previous socializa

tion processes, affiliations, personal values and 

characteristics. This is strongly suggested by Getzels' 

(1952) concept of self-conflict which views conflict as 

a consequence of a discrepancy between role conception of 

the individual and institutional roles. 

Role Conflict Resolution 

The development of a model for the study of role 

conflict behavior assumes that the actor satisfies one 

expectation at the expense of lessened satisfaction of a 

conflicting expectation. Getzels and Guba (1955) sug

gest the responses to conflicting expectations vary to a 

great extent. When an actor cannot realistically conform 

to perceived expectations, he/she is forced to choose one 

of several alternatives available, such as abandoning the 

role and assuming a different role, attempting a compro

mise, or withdrawing from the conflicting situation. 
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One of the basic factors which must be noted in 

analysis of role conflict is the nature of the role con

flict; that is, whether it is one of an incumbent filling 

one position (intra-role conflict), one of a role set 

member having contradictory expectations of the incumbent 

(intra-sender conflict), or one of discrepancies between 

patterns of conceived role expectations and expectations 

attached to a role (self-role conflict). 

Intra-role conflict arises when significant 

others fail to agree on what they hold for the incumbent 

of a position. Research into intra-role conflict was 

first done in connection with studies of foremen in 

industry. Whiteford et al. (19^6) pointed out that the 

foreman in an industrial plant, because of his position, 

must meet the expectations of both the management and 

the employees. It was reasoned that these expectations 

might often be incompatible and thus expose the foreman 

to role conflict. Interviews of foremen substantiated 

this thesis. 

The study of the industrial foremen modified the 

use of role analysis in two ways. First, Whiteford 

et al. (19^6) did not assume that a respondent neces

sarily perceives the conflicting expectations. They 

treated the perception of role conflict as a variable 

and assumed that some persons might perceive that they 



are exposed to a conflict while others might not. 

Second, Whiteford et al. (19^6) examined role conflicts 

that the respondents had actually experienced. The 

emphasis on actual experience contrasts the method used 

by Stouffer (19^9) whose respondents were given hypo

thetical role conflict situations to resolve. These 

studies stimulated investigation of intra-role conflict 

employing individuals having other positions as well, 

such as non-commissioned officers (Borgatta 1955), 

middle-management executives (Shull and Miller 1969), 

school teachers (Getzels and Guba 1955), and public 

school superintendents (Gross et al. 1957). 

A number of researchers have studied the resolu

tion of intra-role conflict. Stouffer (19^9) concluded 

that the respondent's choice of resolution was associated 

with his personality characteristics. Mishler (1933) 

also related personality characteristics to the reso

lution of role conflict and found that personality 

dimensions interact to produce a preference in conflict 

resolution. All these studies of intra-role conflicts 

used pairs of positions, such as teacher-military officer 

(Getzels and Guba 195^), foreman-union official 

(Burchard 195^), and ordained minister-military officer 

(Gullahorn 1956). 
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In a theoretical analysis. Parsons (1951) sug

gested that the actor exposed to severe conflict might 

choose a deviant form of behavior by failing to fulfill 

at least one of two sets of role expectations. Toby 

(1952) later identified several techniques that the 

individual may employ to resolve the conflict, and each 

technique carries with it certain sanctions and some 

degree of deviance. 

Even though the nature of role conflict might 

vary from intra-role conflict through self-role conflict 

where there is a discrepancy of conceived role expecta

tion and expectations attached to role, in all cases the 

primary cause of the role conflict is incongruent with 

the needs of the individual and institutionalized 

expectations. Levinson (1959) describes a similar 

situation in terms of "role dilemmas," while Goffman 

(1961) conceptualizes it in terms of "role distance" 

which signifies the extent to which an actor must enact 

roles that contradict his/her self-image, Kahn and VJolfe 

(196^) refer to this type of role conflict in terms of 

an individual's personal needs and values. They infer 

that person-role conflict occurs when "role requirements 

violate the moral values" or when there is conflict 

between expectations of the role set and the incumbent's 

needs and aspirations. 
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Getzels and Guba (195^) similarly suggest that 

an actor in a role conflict situation reflects one major 

role and then assimilates all other roles into it. In 

suggesting this they introduce the concept of "major 

role" which refers to a role to which one must be 

committed in order to determine action at crucial points, 

despite opposing expectations associated with other 

roles occupied simultaneously. 

In addition to the major role concept, Getzels 

and Guba (195^) suggest the concept of personality needs 

and legitimacy. In discussing personality needs, they 

state that the extent to which a role is successfully 

handled is related to the degree of overlap between the 

role expectations and the actor's own needs. Secondly, 

legitimacy suggests a situation where actors must face 

the realities of the situation in which they find them

selves, regardless of the major role selected. The 

legitimate expectations of others cannot be ignored 

without retaliation from them. 

Determinants of Role Conflict 

Among the factors that generate role conflict, 

two basic categories can be defined: characteristics of 

persons that predispose them to experience role conflict 

and characteristics of the social system that generate 

or inhibit the development of conflict. 
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There is limited research on the first category 

of factors. Getzels and Guba (195^) in their study of 

teachers concluded that there is a significant relation

ship between certain personal characteristics of teachers 

(e.g., nervousness, feelings of inferiority, intolerance 

of ambiguity) and their propensity for role conflicts in 

the teaching situation. In another study, Getzels and 

Guba (1955) again related reports of role conflict to 

personality characteristics. They found that persons 

reporting frequent exposure to role conflict tended to 

be more authoritarian and ethnocentric than persons re

porting infrequent experience. 

Merton (1957) discussed ways the social system 

influences the degree to which persons are exposed to 

role conflict. For example, visibility may increase the 

person's exposure to conflicting expectations. If the 

actions of persons occupying positions are highly visible 

to referent others, they will be more sensitive to their 

expectations. On the other hand, low visibility may 

reduce the individual's exposure to conflicting situa

tions . 

Effects of Role Conflict 

In general, research on role conflict has assumed 

that persons exposed to conflict have undesirable conse

quences for those who experience it. An actor exposed to 



role conflict must choose between one of two or more sets 

of expectations. One set of expectations will go par

tially or completely unmet and the person holding these 

expectations is likely to apply negative sanctions to the 

actors. 

Gross et al. (1957) also made a direct assessment 

of the effects of role conflict. They found that school 

superintendents frequently report anxiety in connection 

with exposure to role conflict. In addition, superinten

dents who reported role conflicts were less satisfied 

with their jobs and their careers and worried more about 

their work. 

The finding of Getzels and Guba (1955) and Gross 

et al. (1957) suggests that exposure to role conflict has 

undesirable consequences for the person experiencing the 

conflict. Further, exposure to conflict may have several 

consequences for behavior of the individuals. Seeman 

(i960) in his study of superintendents found the degree 

of concern over role conflict to be related to factors of 

dominance, social distance, communicativeness and 

receptivity to change. Although the relationships were 

not strong, they did indicate the possibility of associa

tion between exposure to role conflict and role 

performance. 
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Limitations of Role Theory 

The preconception of "the world as a stage and 

all the people are merely actors enacting scripts" has 

been a compelling one for social scientists. Role theory 

and the concept of roles have been used heavily by social 

scientists to explain various relationships between indi

vidual actors and society. Even though the concept of 

role seems to be quite useful in explaining social, 

organizational and interpersonal relationships, there 

are limitations in the concept in studying role conflicts. 

One of the limitations of using role to explore the 

various expectations imposed upon incumbents of social 

positions is that variance in its definition has been a 

source of conflusion and has clouded the processes to 

which it has been applied. 

A second limitation has been the assumption that 

there is a relationship between society and the person. 

The relationship is characterized as (a) one where 

society structures roles to which individuals must con

form, (b) one where society has needs which persons 

fulfill by playing roles, and (c) where society and 

ind'ilvlduals are discontinuous concepts. Thus society 

has been defined as an influential and deterministic 

actor orienting individuals into predefined roles. The 

difficulty with this assumption is that society cannot 
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be defined as a person-playwright without seeming obscure 

in nature and thus largely unexplainable. 

Associated with the presumption of society as a 

deterministic actor is a third limitation. Role theory 

assumes that there is a normative context to the roles 

people are expected to play. This has been consistently 

apparent in the way the notion of role has been intro

duced. As part of definitions of role, there has been 

the assumption that there exists agreement among all 

affected as to the definition in question. Having made 

this implication, the question arises as to how one can 

explain role conflict within the theoretical framework 

and yet maintain validity of the concept of role. Gross 

et al. (1957) attempted to answer this by relating it 

to various disciplines and areas of application. They 

noted the possibility that the degree of role consensus 

may be regarded as variable. Both Parsons (1951) and 

Merton (1957) suggest that the lack of consensus is alien 

to the social system and is a source for deviant be

havior. 

The basic assumptions made by role theorists do, 

however, suggest two questions. First, how is the lack 

of consensus of expectations held for the incumbent of a 

position incorporated into role theory? Second, how 

are the individuals who fill these positions dealt with? 
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Merton's (1957) use of role conflict and role set and 

Gross et al.'s (1951) regimentation of position and role 

have been more serious attempts to recognize conflicting 

expectations. 

Merton (1957) argues that differing expectations 

of the incumbent of a status position may be held by 

different members of his "role set" and these differences 

may be associated with differences in the social position 

of different "role set" members. Various mechanisms 

operate to control the degree of role conflict. For 

example, the power and authority of role set members 

varies J as does the extent to which role set members are 

able to observe how the role player actually performs his 

part. However, Merton does not explain the ways in which 

power relationships may change and the extent to which a 

position holder may be nevertheless influenced by those 

who cannot directly observe what he does. But the basic 

underlying limitation of role theory is the implication 

that role conflict should not exist; therefore, the in

ability to explain conflicting expectations is a weakness 

of role theory in the study of behavior. 

If role theory collapses without the assumption 

of agreement of expectations, it has equal difficulty in 

dealing with the individuals who play the roles. Role 

theorists, by their reliance on socialization as a 
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to ignore the dimension of the individual's background 

and process of social learning. Merton underplays the 

possibilities of individual variation in role conflict by 

leaving out the variable of the individual's origins and 

predispositions and by emphasizing that any conflict of 

expectations among members of a role set will be more or 

less commonly experienced by all occupants of a particu

lar social position. 

In summary, the general orientation of role 

theorists has been one of social determinism. Their 

view of man is that of a creature molded by society in a 

one-directional process. This view implies a highly 

integrated and highly structured social system where 

goals of the system are well elaborated. Thus, it is 

difficult to adequately deal with social contexts such 

as those in which Indian communities exist which are not 

integrated or highly structured. Their interactions with 

the dominant social system make for ambiguity of goals 

and behavior. Because of their limitations, it is diffi

cult to use role theory and adequately deal with situa

tions such as those in which Indian communities exist or 

behaviors such as those of Indian administrators for the 

following reasons. First, society is not an Integrated 

whole. Indian communities are separate entitles which 
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bring to bear on social relationships their own views of 

the world. Secondly, the process of interaction is not 

uni-directional, but multiple-directional. Therefore, 

society is just as much a creature of men as men are 

creatures of society. In this sense, the behavior of 

Indian administrators needs to be analyzed not only in 

terms of what the situation brings to bear on them, but 

also what they bring to bear on the situation. This may 

include primary groups, personal experiences, and situa

tional factors that define the relationship. 

Alternative Model of Role Behavior 

Because of the inadequacies of role theory as it 

applies to the study of conflict of role behaviors, espe

cially of Indian administrators, there is a definite need 

for an alternative theory which assumes a multiple set of 

sociocultural systems that interact and create an 

environment characterized by values, norms, attitudes and 

languages of the cultural systems interacting. Such an 

alternative model of role behavior is suggested in 

Figure 2 (page 15). This model is based on marginal 

situations characterized by inconsistencies resulting from 

diverse sociocultural values, norms, attitudes and 

languages. Within this environment a self is developed 

as a product of reactions to the inconsistencies that 



characterize the environment. Therefore, one may assume 

that such a self is a marginal self that has developed 

self-expectations by coping with role conflicts within 

the marginal situation. The self-defined expectations 

are a consequence of the socialization experience within 

the marginal situation and predispose the role behavior 

that will be enacted. To consider the role behavior of 

the Indian administrator in the light of the proposed 

model (Contreras 1977), it is necessary to elaborate on 

specific notions that comprise the alternate theory 

because such notions mean different things to people 

exposed to the traditional role theory discussed earlier. 

Culture 

To delineate the concept of culture and its in

fluence on the behavior of a person, it may be worthwhile 

to define culture in terms of what "social" is. 

Theodorson (I96I, p. 37^) defines social as: 

Having to do with interrelationships between 
individuals or groups. A social factor is said 
to exist when the behsvior of even one indi
vidual is affected by another person or group, 
whether the person is physically present or not. 
The term social is distinguished from cultural 
in that social pertains to beliefs, standards 
of behavior, values, knowledge and all other 
aspects of culture. 

Within the context of the proposed model, culture is not 

viewed as a single phenomenon. It refers to those adap

tive, integrated and dynamic patterns of shared behaviors 
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uniquely suited to a particular context and group of 

individuals. 

The study made an attempt to elaborate on culture 

as having to provide people with a means of adjusting to 

their physical and psychological needs, their physical-

geographical environment and their social environment. 

Marginal Situation 

Situational marginality is a consequence of 

interaction of two or more groups with exclusive socio-

cultural identities. Each group attempts to adapt to the 

norms, customs, attitudes and so forth, of other 

sociocultural groups. As a consequence, the situation 

develops in which each cultural group, because of its 

dynamic characteristic, is less of what it originally 

was and more of a product of the interaction with other 

cultural groups. Yet, the differences between groups 

create inconsistencies which can be observed as perceived 

hierarchical rankings defined by social (economic and 

political) and cultural.dimensions. These inconsisten

cies are variable, according to the degree of 

sociocultural integration by the interacting groups. The 

marginal situation is best illustrated in Figure 3 

(Contreras 1977). 
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Degree of Cultural Integration 

Hi^ Low 

Degree of 
Social 

Integration 
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Conflict 
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(Cultural) 

Degree of 
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Low High 
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(Social) 

Low 
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Figure 3. Marginal situation. — Tlaken from Contreras(1977) 
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As the Illustration indicates, the marginal situ

ation can be seen as dynamic and varying between two 

extremes. The first extreme is one of less conflict as 

a consequence of highly socially and culturally inte

grated groups. The opposite extreme where there also is 

low conflict is a consequence of low social and cultural 

integration. Between these extremes occur variations of 

environmental inconsistencies and that fluidity character

izes the nature of the social contacts between socio-

cultural groups. It thereby follows that the socializa

tion processes that provide for social integration or 

isolation are defined by the nature of the social contact. 

For example, whether a situation is one of cultural 

conflict or social conflict will determine the nature of 

socialization experiences and processes confronted by an 

Individual in the development of his/her self-concept. 

In summary, the discussion of the marginal situation 

suggests the variation of characteristics that predispose 

the development of inconsistencies in a situation and 

indicate the possible variance in the development of self. 

Marginal Self 

The marginal situation provides the environment 

and experience through which a self is developed—a self 

that is in turn marginal to the sociocultural system in 



which it has prepared to participate. In this predica

ment, the self attempts to participate in two socio-

cultural systems from the periphery of both systems but 

within the relationships that bridge the cultural groups. 

A number of authors have explored marginality as 

a consequence of inconsistencies along other dimensions 

besides race and culture. These include status 

(Sichie-Clark 1966), occupational position (Chatterjee 

1971)J sex (Bock 1967), ethnicity (Antonovsky I956) and 

religion (Pichter 1951). Basic to the underlying theme 

in these explorations of marginality is a characteristic 

of relationships between two or more not entirely com

patible groups. One group is perceived to be inconsistent 

and of lesser status than a second one. Such incon

sistencies create incompatibility along one or more 

dimensions. More importantly, these inconsistencies 

influence the self-perception and behavior of the 

individuals involved in the relationship. 

In essence, the self is never completely defined. 

As it is continually confronted with experiences and 

events, it makes new decisions about changes in the 

situation. The choices available at each decision point 

will change, as will the priorities. These changes are 

a consequence of a cumulative process by which earlier 

orientations will influence later acquisitions. The 



range of beliefs and beliefs adopted later in life are 

constrained by previous experiences and events. 

Similarly, strong attachments to particular social group

ings will prescribe one set of social choices and experi

ences and delineate others. This condition insures that 

the self's early identifications are not seriously 

challenged later in life. At the same time, this process 

does suggest the flexibility of abandonment of old 

loyalties, beliefs and attitudes and the acquisition of 

new ones later in life. 

According to the discussion of marginal self 

within the context of the proposed model, an educational 

administrator from Indian origin who has experienced a 

process of socialization to become highly skilled in 

Anglo-dominated educational organizations may have become 

marginal, existing in a position peripheral to his/her 

"community" and peripheral to the dominant-oriented 

institution of which he/she is a "member." Thereby, 

he/she becomes a focal point for the consequences of 

inconsistencies in orientation, values, customs, and so 

forth, which are not entirely compatible. 

Role 

Having lived in a marginal situation, the indi

vidual develops a marginal self-concept. In the 

development of a marginal self, he/she has internalized 
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not only norms, values, attitudes and linguistic patterns, 

but in addition, expectations for coping with the incon

sistencies within the marginal situation. As a member of 

a subordinate group, the individual has developed patterns 

for coping with the inconsistencies that have been 

characteristic of the relationship between the subordi

nate group and the dominant social group. An "ethnic 

minority" person thus develops a pattern of behavior to 

satisfy the expectations of a given role set. The role 

set may have consisted of representatives of one or more 

social-cultural groups. The role set with a range of 

social-cultural group diversity is inevitably liable to 

strain, and thereby activates the conflict for the role 

incumbent. 

Role Behavior 

The marginal self is a consequence of experiences 

in marginal situations that are characterized by in

consistencies along different dimensions which include 

cultural and social factors. Specifically, individuals 

with marginal selves have experienced a range of situa

tions where expectations are vaguely defined. Therefore, 

because individuals will differ in their definitions of 

the situation as a consequence of the attitudes, experi

ences and relationship they bring to the situation. 
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predefined behavior for coping with the situation will 

also differ. 

Summary 

Available related literature Is presented with 

regard to leadership roles and administrative models. 

A very brief review of Indian education Is elaborated 

upon as a socialization process. Conceptual and theoreti

cal background discussion is made with respect to insti

tutional, community and individual norms and behavior. 

The concept of "marginallty" is explored as it 

relates to American Indian administrators. Finally, 

research related to role conflict resolution, determi

nants, effects and limitations of role theory are 

discussed. 



CHAPTER 3 

METHODOLOGY 

This chapter describes the methodology used in 

the study. Included is a description of the sample and 

sampling procedures, the data gathering Instrument, and 

the collection procedures. 

Description of Sample and Selection Criteria 

Participants in the research were American Indian 

administrators occupying positions in trlbally chartered 

and operated community colleges specifically designed for 

the education of Indian communities. The following 

criteria were used in selecting administrators from a 

population of Indian administrators in these Institutions 

who were: 

1. Affiliated members of recognized American Indian 

tribal groups, and 

2. Serving in decision-making and/or significant 

management roles. 

Instrument 

The Instrument used for this study was an adapta

tion of an instrument developed and used successfully by 
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Lopez (1978) for studying Chlcano administrators of the 

Southwest. Lopez pilot-tested her Instrument to ensure 

its usefulness and validity. Because the instrument 

(questionnaire) used for this study was an adaptation 

of the one used by Lopez, it was not considered necessary 

to pilot test it (Appendix B). The instrument was sub

divided into three sections: (1) background information, 

(2) role perceptions and (3) role conflicts. 

The background information section of the ques

tionnaire consisted of 15 items designed to obtain pro

fessional, linguistic, employment, educational and 

personal characteristics of the respondents. A role 

perception scale was used to assess respondents' views 

as to the importance to them of 15 administrative roles 

using a five-point Likert scale ranging from "of no 

importance" to "of absolutely top importance." Finally, 

a role conflict scale was used to assess by two methods 

a series of 20 role conflict statements. The first method 

consisted of responding "yes" or "no" as to whether the 

respondent felt each statement represented a role 

conflict. The second method consisted of indicating on 

a point of the Likert scale the extent to which each 

statement constituted a role conflict ranging from 

"always a problem" to "never a problem." 



Data Collection and Analysis Procedure 

A copy of the questionnaire and a letter of 

transmittal was sent to each participant Identified for 

the study (see Appendix C). Questionnaires were assigned 

identification numbers and marked to monitor the returns. 

Follow-up letters were mailed as reminders to those who 

did not return the originally mailed questionnaires within 

four weeks. Finally, this investigator attended a meet

ing where many of the administrators included in the 

sample were present. Those who had not responded 

previously were contacted in person and requested to 

complete the questionnaire or to provide missing informa

tion on questionnaires that had been returned previously. 

The data analysis procedures used for the study 

were descriptive statistics consisting of means and 

percentages. 

Summary 

This chapter describes the population and criteria 

for selection. The instrument used for the study is 

described along with data collection and analysis pro

cedures . 



CHAPTER 4 

FINDINGS OP THE STUDY 

This chapter is devoted to a description of the 

study sample and the finding. The findings are sub

divided into three sections. The first section presents 

descriptive characteristics of the administrators. The 

background, professional experience, language preferences 

and other variables related to the sample are examined 

and discussed. The second section is devoted to a 

presentation of the findings related to role perception 

while the third section addresses the results of the 

role conflict portion of the study. 

Characteristics of the Sample 

A total of 85 questionnaires were mailed to 16 

Indian community colleges. Each college president was 

sent five questionnaires with instructions for distribu

tion to Indian administrators who were in decision-making 

and/or significant management roles. After three weeks, 

a follow-up contact was made to recover the mailed 

questionnaires. It was learned that two of the colleges 

had no Indian administrators who qualified. This reduced 
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the potential population to 75 from which ^7 useable 

responses were received which represented a 62.7 percent 

return rate. 

It is important to point out that administrative 

titles in Indian-controlled community colleges are not 

always conventional. While some chief administrators 

hold the title of president, others are called directors. 

The same applies at the second echelon where titles in

clude vice-president, director and coordinator. 

Background Information 

In identifying the types of administrative posi

tions held, there were 10 (21.3 percent) chief adminis

trators, 13 (27.7 percent) academic/student services 

personnel, 9 (19.1 percent) administrative support 

services personnel, 2 (^,3 percent) physical facilities 

personnel, 2 (^.3 percent) community services persons, 

and 1 (2.1 percent) indicated "other" (see Table 1). 

It is evident from Table 1 that a substantial 

proportion of the American Indian community college 

administrators in this study held top-level management 

positions. The "other" category related to an individual 

who served as special liaison officer to the president 

for the solicitation of federal funds. 
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Table 1. Type of position held by American Indian 
community college administrators. 

Area of Responsibility Number Percent 

Chief Administrator 10 21.3 

Academic/Student Services 13 27.7 

Administrative Support Services 9 19.1 

Physical Facilities 2 ^.3 

Community Services 12 25.5 

Other 1 2.1 

These administrators were asked if they were in 

a "line" or "staff" administrative role. From Table 2 

it can be seen that 20 (42.6 percent) indicated "line" 

positions.and l8 (38.3 percent) indicated "staff" 

positions. There were 9 (19.1 percent) with no specifi

cations. These data support those presented in Table 1, 

namely, that a substantial proportion of the American 

Indian community college administrators included in this 

study were in policy-making administrative roles. 

Information V7as obtained as to the length of time 

in the present position. Eighteen (38.3 percent) had 

been in their position 0-3 years, 18 (38.3 percent from 
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Table 2. Line and staff positions held by American 
Indian community college administrators. 

Position Number Percent 

Line 20 112.6 

Staff 18 38.3 

No specification 9 19.1 

3-5 years, 6 (12.8 percent) from 6-8 years. and 5 (10.6 

percent) nine or more years (Table 3)• 

Table 3. Length of time in current position by American 
Indian community college administrators. 

Years Number Percent 

0-3 18 38.3 

3-5 18 38.3 

6-8 6 12.8 

9 plus 5 10.6 
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In suimnaryj most of these administrators (76.6 

percent) had been appointed to their positions during the 

previous five years. This high percentage is no doubt 

indicative both of recent promotion and newness of the 

institutions. That conclusion Is supported by Table 

Table 4. Source for American Indian community college 
administrators and whether present position 
represented advancement. 

Response Number Percent 

1. Came to present position from within institution: 

Yes 19 40.4 

No 28 59.6 

Advancement 

2. Present position represent advancement from previous 
position; 

Yes 24 51.0 

No 8 17.0 

No response 15 32.0 
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Table 4 shows that 19 (40.^ percent) of these 

American Indian community college administrators were 

already employed by the institution when assuming their 

present position whereas 28 (59.6 percent) were re

cruited from elsewhere. Respondents were asked if their 

present position represented professional advancement 

over their previous assignment. Twenty-four (51.0 per

cent) responded "yes," 8 (17-0 percent) responded "no," 

and 15 (32.0 percent) did not respond. Whether the cur

rent positions were assumed from within the institution 

or from outside, a bare majority of these administrators 

felt that they represented professional advancement. 

Regarding the source of funding of these adminis

trative positions, 23 (^8.9 percent) reported that it 

was from "hard money," 18 (38.3 percent) reported "soft 

money" (federal and tribe), 6 (12.8 percent) reported 

either, or did not reply (Table 5). 

Table 5. A source of financial support for various 
positions held by American Indian community 
college administrators. 

Source Number Percent 

Hard money 23 il8.9 

Soft money (federal and tribe) 18 38.3 

Other or no reply 6 

O
O
 OJ I
—
1
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Since Indian-controlled and tribally operated 

community colleges receive no state or local tax support, 

both "hard" and "soft" money for supporting these ad

ministrative positions included federal funds. The 

difference is whether funds are from recurring appropria

tions or from year-to-year grants such as Title III. 

The "other funds" category probably included special 

grants from foundations and endowments. 

These administrators were asked if they held 

faculty appointments. It can be seen from Table 6 that 

^2.6 percent replied affirmatively to this question. If 

it is assumed that most of the non-respondents did not 

hold faculty appointments, the practice in the Indian-

controlled colleges Is similar to that of traditional 

colleges where faculty are frequently not given faculty 

appointments. 

Table 6. Percentage of American Indian community college 
administrators who held faculty appointments. 

Holds Faculty Appointment Number Percent 

Yes 20 H 2 . 6  

No 12 25.5 

No response 15 31.9 
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Information was obtained on the total number of 

years of administrative experience possessed by these 

American Indian community college administrators (Table 

7). Fifteen of the group (31.9 percent) reported total 

administrative experience of three or less years, 19 

(40.4 percent) reported that they possessed four to seven 

years of administrative experience, whereas 11 of the 

group (23.4 percent) reported eight or more years of 

administr ative experience. In summary, this means that 

nearly 65 percent of the group possessed four or more 

years of administrative experience. 

Table 7 .  Total years of administrative experience 
possessed by American Indian community college 
administrators. 

Years Number Percent 

0-3 15 31.9 

4-7 19 40.4 

8 or more 11 23.4 

No response 2 4.3 
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The educational backgrounds of these American 

Indian administrators v/ere assessed (Table 8). One had a 

high school diploma, 18 (38.3^) had baccalaureate degrees, 

15 (31.9%) had graduate degrees, all at the master's level. 

The fact that none possessed the doctorate Is probably 

reflective of the fact that until recently little oppor

tunity existed for this group in higher education, and 

therefore, they had little incentive to obtain doctorate 

degrees. Inadequate information was provided to inter

pret what educational background was represented by the 

11 (23.^ percent) who reported "other" in response to 

this item. A number of them commented that they are 

currently pursuing doctorate degree programs and several 

reported that they were near completion of doctoral 

programs. 

Table 8. Educational backgrounds of American Indian 
community college administrators. 

Highest Level Number Percent 

High school diploma 1 2.1 
Baccalaureate degree 18 38.3 
Master's degree 15 31.9 
Doctorate degree 0 0 
Other 11 23.^ 
No response 2 ^ . 3  
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Information was obtained on the preference of 

language spoken in the home by the American Indian 

community college administrators. The results presented 

in Table 9 show that 12 (25-5 percent) of the group 

reported that "English only" was the preference of lan

guage in the home. Another 13 (27.7 percent) reported 

that "English mostly" was the preference of language in 

the home. By contrast, none reported "Indian only" as 

the language spoken in the home; however, five (10.6 

percent) responded that their preference was "Indian 

mostly." The largest group of l6 (S^-O percent) re

ported that Indian and English represented the preference 

of language spoken in the home. In summary, nearly three-

fourths of these Indian administrators report that at 

least some Indian language was spoken in the home. 

This indicates substantial success in the efforts of 

American Indians to retain their native languages. 

Information was obtained relative to the type of 

grade school and high school attended by these American 

Indian community college administrators (Table 10). At 

the grade (elementary) school level, 20 (51-1 percent) 

attended state/local public schools, whereas 15 (31.9 

percent) attended federal schools (undoubtedly BIA in 

most cases), 9 (19-1 percent) mission schools. In 

summary, somewhat over half received both their elementary 
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Table 9. Preference of language spoken at 
American Indian community college 
trators. 

home by 
adminis-

Language Preference Number Percent 

English only 12 25.5 

English mostly 13 27.7 

Indian only 0 0 

Indian mostly 5 10.6 

Indian and English 16 3^ .0 

No response 1 2.1 

Table 10. The types of elementary and secondary schools 
attended by American Indian community college 
administrators. 

School System 
Grade 
School Percent 

High 
School Percent 

Federal (BIA) 15 31.9 13 

O
J
 

State-local 20 51.1 28 59.6 

Mission 9 19.1 8.5 

Private (non-
ission) 3 6.iJ 1 2.1 

No specification — — 1 2.1 
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and high school education in local public schools. 

Approximately 30 percent received their elementary and 

secondary education in federal schools. A considerably 

higher percentage attended elementary school in mission 

and other private institutions (25.5 percent) than at 

the high school level (10.6 percent). 

These administrators were asked which of three 

types of professional training they considered to be most 

beneficial to their Institutions. Twenty-six (55.3 

percent) reported "educational administration," 10 

(21.3 percent) "Indian education," 10 (21.3 percent) 

"on-the-job training/ Internship" (Table 11). The high 

proportion who selected "educational administration" 

lends support to the practice of providing graduate pro

grams in educational leadership for American Indian 

community college administrators. 

Table 11. Administrators' perceptions of the type of 
professional training considered beneficial 
for their institutions. 

Type of Training Number Percent 

Educational administration 26 55.3 
Indian education 10 21.3 
On-the-job training/ 
internship 10 21.3 

Other 1 2.1 
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Another question asked these American Indian 

administrators was their preferences regarding the fre

quency of professional growth opportunities. The re

sponses are reported in Table 12. It is evident that 

"on a yearly basis" was preferred by most of the group, 

29 (61.7 percent). All others responded "other," and 

in their written comments, ten of this group replied 

that they were given leave with pay for professional 

development, and the remaining seven felt that profes

sional growth development was not practiced often enough. 

These responses indicate that this group of administrators 

placed considerable importance on opportunity for pro

fessional growth. 

Table 12. American Indian community college adminis
trators' preferences for the frequency of 
professional growth opportunities. 

Preference Number Percent 

On a yearly basis 29 61.7 

Every other year 0 0 

Every fourth year 0 0 

Other 17 36.2 

No response 1 2.1 
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Role Perceptions 

The position of the American Indian community 

college administrator was examined by analyzing percep

tions of various roles in terms of their importance (a) 

to the institution, (b) the community, and (c) the ad

ministrator personally. The degree of importance was 

expressed on a five-point Likert scale as follows: 

5 - Of absolutely top importance 

^ - Of great importance 

3 - Of medium importance 

2 - Of little importance 

1 - Of no importance 

Results of this analysis appears in Table 13. It is 

evident from this table that American Indian adminis

trators represented in this study gave high ratings 

overall to the 15 role statements. In no case was the 

mean rating below 3^30 which was for Item 9 "Facilitator 

of Student Transfer," in terms of its perceived impor

tance to the community. In terms of perceived importance 

to the institution. Item 15 with a mean of 3.49 received 

the lowest rating and in terms of perceived importance 

to the administrator. Item 7 "Adhering to Rules and 

Regulations" received the lowest mean rating with 3-^7• 

In terms of perceived importance to the institu

tion, these administrators gave the highest rating to 



Table 13. Roles of American Indian community college administrators in terras of 
their perceived Importance to the institution, the community, and the 
administrator. 

Importance of Role to: 
Institution Community Administrator Composite 

Role* X Rank x Rank x Rank x Rank 

1. Managerial executive l(. Ot 1 3.89 9 3.89 13 3. 91 10 

2. Academic leader 02 5 1.06 6 3.89 13 3. 99 7 

3. Change agent 3. 66 11 3.72 12 1.10 9 3. 82 11 

'1. Student advocate 3. 61 12 1.02 7 1.19 1 3. 95 9 

5 .  Cultural advocate 3. 70 9 3.62 13 1.13 6 3. .82 11 

6. Human relations expert 4. 19 2 3.77 10 1.32 2 1. ,09 6 

7. Adhering to rules/reg's 3. ,62 13 3.32 11 3.17 15 3. ,17 15 

8. Public servant 3. 98 6 1.31 2 1.11 7 1. ,11 1 

9. Facilitator/student transfer 3. ,62 13 3.30 15 3.98 11 3. .63 11 

10. Facilitator/institutional 
excellence I). ,06 3 1.26 3 1.32 2 1. ,21 1 

11. Performance of duties 
without regard to being 
Indian 3. ,89 7 1.57 1 1.11 7 1, .19 2 

12. Liaison between institution 
and Indian community 3. 70 9 1.19 5 1.01 10 3. .97 8 

13. Advisor to non-Indian persons 1, .38 1 3.98 8 3.9'i 12 1, .10 5 

I'l. Catalyst for needed change 3. ,81 8 1.21 1 1.17 1 1, .16 -

15. Mediator for students 3. ."9 15 3.77 10 1.19 l| 3 .81 13 

* See Appendix B, Part II, for complete item statements which are needed to interpret the 
various brief role designations in this table. Ui 

vo 



Item 13 "Advisor to Non-Indian Personnel on Campus" with 

a mean of 4.38. This was followed by Item 6 "Human 

Relations Expert" with a mean of 4.12. Other items that 

received a mean rating in excess of 4.00 in terms of 

perceived importance to the Institution were in order: 

Item 10 "Facilitator of Institutional Excellence" 4.06; 

Item 1 "Managerial Executive" 4.04; and Item 2 "Academic 

Leader" 4.02. 

The role perceived to be of greatest Importance 

to the community by these administrators was Item 11 

"Performance of Duties Without Regard to Being Indian" 

with a mean of 4.57 which was the highest rating for all 

categories. Other receiving mean rating in excess of 

4.00 were in order: "Public Servant" 4.34, "Facilitator 

of Instltulonal Excellence While Maintaining Cultural 

Indentity" 4.26, "Catalyst for Needed Change" 4.21, 

"Liaison Between Institution Person" 4.19, "Academic 

Leader" 4.06, and "Student Advocate" 4.02. 

In terms of perceived Importance to these adminis

trators personally. Item l4 "Catalyst for Needed Change" 

with a mean of 4.47 received the highest rating. This 

was followed by Items 6 and 10 "Human Relations Expert" 

and "Facilitator of Institutional Excellence While Main

taining Cultural Identity" both with a mean rating of 

4.32, and Items 4 and 15 "Student Advocate" and "Mediator 



for Students" both with a mean rating of ^1.19. Five 

other items received a mean rating in excess of ^>.00. 

In order, these were: Item 5 "Cultural Advocate" ^.13, 

Items 8 and 11 "Public Servant" and "Performance of 

Duties Without Regard to Being Indian" ^.11, Item 3 

"Change Agent" 4.10, and Item 12 "Liaison Between Insti

tution and Indian Community" 4.04. It can be seen from 

Table 16 that only one item received a mean rating sub

stantially 4.00—that was Item 7 "Adhering to Rules and 

Regulations" with a mean of 3•47. 

Composite mean ratings were computed to identify 

the roles that these American Indian administrators per

ceived as of "top" to "great" importance overall. Six 

of the 15 roles fell in these categories. They were, 

in order of mean rating. Item 10 "Facilitator of 

Institutional Excellence While Maintaining Cultural 

Identity" 4.21, Item 11 "Performance of Duties Without 

Regard to Being Indian" 4.19, Item l4 "Catalyst for 

Change" 4.16, Item 8 "Public Servant" 4.14, Item 13 

"Advisor to Non-Indian Personnel on Campus" 4.10 and 

Item 6 "Human Relations Expert" 4.09. 

Role Conflict 

Role conflict perceived by these American com

munity college administrators was analyzed by two methods 
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with Part III "Role Conflict Scale" of the instrument 

which appears in Appendix B. 

Both methods as seen in Tables l4 and 15 classi

fied the responses to the 20 statements into the following 

categories: 

1. Conflicting expectation (CE) statements which re

flect incongruence in expectations from one or 

more external source (8 statements). 

2. Idiographic-nomothetic (I-N) statements which 

represent situations where values and beliefs of 

the administrator are perceived to be incongruent 

with the norms or expectations of the institutions 

(11 statements). 

3. Role ambiguity (RA) statements which reflect un

certainty on the part of the administr ̂ or as to 

external expectations of one's role (1 statement). 

One method of analysis consisted of a "yes" or 

"no" response indicating whether or not the responded 

agreed or disagreed with each of 20 statements. The other 

method consisting of the extent to which the statement 

constituted a problem for the responding American Indian 

administrator on a five-point Llkert scale as follows: 

1. Always a problem. 

2. Frequently a problem. 
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Table 1^. Agreement-disagreement of American Indian 
community college administrators to role 
conflict statements. 

Summary Statement 

Involves 
Conflict 
"yes" 

Role 

"no" 
Percent 
"yes " 

Conflicting Expectations 

Dual commitment (1)* 45 2 95.7 

Role model expectation (9) 3 93.6 

Spokesman for Indian 
community (2) 41 6 87.2 

Expected to satisfy Indian 
needs (^) 41 6 87. 2 

Serving Indian students 
adequately (5) 35 12 74.5 

Performance expectation (10) 33 14 70.2 

Leadership role for Indian 
administrators (20) 29 18 61.7-

Conversing in Indian 
language (3) 16 31 34.0 

Idiographic-Nomothetlc 

Conflict as progressive 
conditioner (18) 44 3 93.7 

Tribal political influ
ence (19) 42 5 89.4 

Community input in decision
making (17) 40 7 85.1 
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Table 1^, continued. 

Summary Statement 

Involves 
Conflict 
"yes " 

Role 

"no" 
Percent 
"y es " 

Change orientation (7) 23 24 48.9 

Degree requirements for 
personnel (16) 19 28 4o .4 

Equitable treatment of 
students (15) 18 29 38.3 

Isolation of bilingual/ 
bicultural programs (14) 13 34 27.7 

Lack of policy making 
role (11) 12 35 •25.5 

Indian "tokenism" (12) 5 42 10.6 

Ethnic program function (13) 4 43 8.5 

Loyalty to institution (6) 3 44 6.4 

Role Ambiguity 

Role expectation by 
supervisors (8) 15 32 31.9 

* Number of item from Appendix 
plete statement appears. 

B, Part III, where com-
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Table 15. Extent of role conflict perceived by American 
Indian community college administrators. 

Extent Perceived as Problem 
Summary Statements x Rank Order 

Conflicting Expectations 

Role model expectation (9)* 3.66** 1 

Performance expectation (10) 3.19 2 

Spokesman for Indian com
munity (2) 3.11 ^ 

Dual commitment (1) 3.09 5 

Expected to satisfy Indian 
needs (^-) 2.85 6 

Leadership roles for Indian 
administrators (20) 2.06 8 

Serving Indian students 
adequately (5) 1.7^ 10 

Conversing in Indian language 
(3) 1.^0 12 

Idiographic-Nomothetic 

Conflict as progressive 
conditioner (l8) 3.15 3 

Community Input in decision
making (17) 2.72 7 

Tribal political influence (19) 2.23 8 

Change orientation (7) 1.53 H 

Equitable treatment of 
students (15) 1.36 13 
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Table 15> co.ntinued, 

Extent Perceived as Problem 
Summary Statements X Rank Order 

Degree requirements for 
personnel (16) 1.25 1^ 

Lack of policy-making 
role (11) .7^ 16.5 

Isolation of bilingual/ 
bicultural programs (l4) .7^ 16.5 

Indian "tokenism" (12) .29 l8 

Loyalty to the institution (l6) .25 19 

Ethnic program function (13) .23 20 

Role Ambiguity 

Role expectation by 
superiors (8) .98 15 

* See Appendix B, Part III, for complete statements. 

** The higher a mean the more an area is perceived as a 
problem. A maximum mean of 5-00 was possible. Each 
mean was computed on the basis of the number of re
sponses with a maximum N of 47. 
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3. Sometimes a problem. 

4. Seldom a problem. 

5. Never a problem. 

Areas of Role Conflict 

Table 1^1 presents results of administrators' 

agreement-disagreement to the role conflict statements. 

Item 1 (CE) relating to dual commitment to the institu

tion and to the Indian community had the highest affirma

tive response with 95-7 percent responding "yes." The 

next highest affirmative agreement was on Item 18 (I-N) 

where 93-6 percent of these administrators concurred that 

"At times conflict can be a progressive condition for 

improving the institution rather than a hindrance." 

That was followed by Item 9 on which 91-5 (CE) percent 

agreed that "Because I am an Indian administrator, I 

must be a successful 'role model' to Indian students and 

community." Next in order was Item 19 (I-N) on which 

89.^ percent agreed that "Tribal political influences 

should be separate from the educational process at my 

institution." Following were two "conflicting expecta

tion" items—Item 2 and Item 4—on v;hich 87.2 percent 

agreed to the statements that (a) "As an Indian adminis

trator, I am expected to be a spokesman for the Indian 

community to the Anglo community," and (b) "As an Indian 
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administrator in an influential position, the Indian stu

dents and community have expectations that I will respond 

to specific needs rather than universal ones." There 

was agreement by 85.1 percent of these administrators 

to Item 17 (I-N) that "The community served should be 

involved in the decision-making process of the institution 

. . . " followed by 7^-5 percent who agreed to the Item 

5 (CE) statement "I experience a certain amount of 

personal conflict because my institution is not doing 

enough for Indian students." 

In summary, these administrators were very much 

in agreement (over 85 percent) that seven of the state

ments did indeed represent role conflict. An almost 

equal number of these statements related to "conflicting 

expectations" (iJ) and "idiographlc-nomothetic" conflicts 

(3). The one role ambiguity statement was viewed as a 

problem by only 31.9 percent of the administrators. 

At the other end of the rankings, only 6.4 

percent of these administrators agreed with the Item 6 

(I-N) statement "As an employee of the institution I 

must place loyalty to the institution before loyalty to 

my Indian constituencies." Further, only 8.5 percent 

agreed with Item 13 (I-N) which stated that "Ethnic 

programs are set up primarily to pacify the Indian 

community." The other item on which there was low 
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affirmative response was Item 12 (I-N) where only 10.6 

percent agreed that "'Tokenism' toward Indian concerns 

is practiced at my institution." It is interesting to 

note that all of these items related to the idiographic-

nomothetic scale. 

These administrators were divided on the remain

ing 12 statements with respect to whether they viewed them 

as representing role conflict. The statements on which 

there were high positive agreement ("yes") corresponded 

in most cases to the findings of Lopez (1978, pp. 72-73) 

who studied Chicano community college administrators in 

traditional institutions. By contrast, none of the Lopez 

respondents had an agreement ("yes") response rate below 

33-3 percent whereas six statements fell below that level 

in this study. This suggests that Indian administrators 

working in tribally-controlled institutions perceive 

less conflict overall than do Chicano administrators 

who are in traditional community colleges. 

Extent of Role Conflict 

Table 15 presents results of the analysis per

formed to determine the extent of conflict perceived by 

the American Indian administrators to potential conflict 

areas. As might be expected, there is a high correlation 

between the ranked items on Table 1^ and those on Table 

15. A Spearman Rho rank coefficient was computed for 



the two tables. A coefficient of .93 was obtained which 

permits concluding at the .01 level of confidence that 

the two rankings do not differ to a significant degree. 

None of the role conflict statements received a 

mean score that placed them in either the "frequently a 

problem" or the "always a problem" category. Only five 

of the statements received mean scores which placed 

them in the range between "frequently a problem" to 

"sometimes a problem," i.e., between a mean of 3.01 and 

3.99. 

The conflict area perceived to be the greatest 

problem for those administrators was represented by Item 

9 (CE), which stated, "Because I am an Indian adminis

trator, I must be a successful 'role model' to Indian 

students and community." That item had a mean score of 

3.66. The other conflict statements that received mean 

scores above 3^00 were, in order: Item 10 (CE) with a mean 

score of 3-19 which read, "Because Indian administrators 

function as 'role models,' they are expected by everyone. 

Including themselves, to perform at a higher level of 

competence than their Anglo counterparts." Next in order 

was Item I8 (I-N) with a mean score of 3-15, which read, 

"At times conflict can be a progressive condition for 

improving the institution rather than a hinderance." 

That item v;as followed by Item 2 (CE) with a mean score 
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of 3.11 and read, "As an Indian administrator, I am ex

pected to be a spokesman for the Indian community to the 

Anglo community." The final Item In this category was 

Item 1 (CE) with a mean score of 3.09 which read, "As 

an Indian administrator, I have a 'dual commitment' to 

my institution and to the Indian community." 

It is noteworthy that four of these five state

ments were of "Conflicting Expectation" (CE) and only 

one was "Idiographic-Nomothetic" (I-N) conflict statement. 

This suggests that when these Indian administrators 

experienced conflict, it was likely due to the conflict

ing demands of two or more groups rather than a feeling 

of incompatibility between the administrator's person

ality needs and the organizational expectations. Further, 

they perceived little difficulty with role ambiguity (RA). 

The mean score of four role conflict statements 

fell in the range between "sometimes a problem" and 

"seldom a problem." These were Item 4 (CE), "Expected 

to satisfy Indian needs . . . ," mean score 2.85; Item 

17 (I-N), "Community input in decision-making . . . ," 

mean score 2.72; Item 19 (I-N), "Tribal political in

fluence . . . ," mean score 2.23; and Item 20 (CE) 

"Leadership roles for Indian administrators . . . ," 

mean score 2.06. 
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The findings reported in Table 15 are at major 

variance with those reported by Lopez (1978, pp. 75-76) 

in her study of Chicano community college administrators 

in traditional institutions. Those administrators per

ceived a much greater degree of role conflict than did 

these American Indian administrators. Further, the high

est degree of role conflict perceived by them was in the 

idiographic-nomothetic dimension. This lends support 

to the previously noted conclusion .that these differences 

are due to the fact that the administrators she studied 

were working in basically Anglo institutions. They were 

probably a minority among the administrators of their 

institutions plus the fact that Chicano students also 

represented a minority group in most instances. 

The administrators represented in this study were, 

by contrast, working in institutions that were tribally 

controlled and existed primarily to serve Indian people. 

Very likely the role conflicts which they experienced 

would not differ substantially from those of Anglo ad

ministrators in predominantly Anglo institutions. 

Summary 

This chapter describes the background character

istics of American Indian administrators of tribally 

controlled community colleges, perceptions of their roles 
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as educational administrators and leaders, and the role 

conflicts which they perceive while attempting to adminis

ter and provide leadership for their Institutions. 

The next chapter relates the findings of this 

chapter to the three research questions for the study 

and discusses their implications. 



CHAPTER 5 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

The basic purpose of the study was to investigate 

the background, role perceptions and role conflict con

cerns confronted of American Indian administrators of 

tribally chartered and controlled community colleges. 

With the emergence of Indian post-secondary institutions, 

a new type of administrator has evolved about which rela

tively little is known. 

Limited literature was available on studies of 

this nature specifically pertaining to American Indians. 

Studies pertaining to other minorities in similar situa

tions were utilized where available. Related theoretical 

and research background materials were used with regard 

to administrative roles and role conflict. Existing 

models assisted the researcher to interpret findings. 

In essence, the Indian administrator was studied from the 

perspective of "actor" in a social network of inter

personal relations. 

The study was conducted in Ik of the l6 institu

tions which were members of the American Indian Higher 

7^ 
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Education Consortium at the time. The remaining two 

institutions had no American Indian administrators who 

met the established criteria. This produced 75 poten

tial respondents, ̂ 7 of whom provided information for the 

study. 

A questionnaire was used to collect data for this 

study. It consisted of three parts: (1) an administra

tor's background section, (2) a role perception section, 

and (3) a role conflict section. This instrument, which 

was adapted from one developed by Lopez (1978), was 

administered to American Indian administrators who met 

the selection criteria. 

Findings 

Chapter 1 presents three research questions which 

provided the focus for this study. These questions are 

repeated here in order that the findings reported in 

Chapter 4 can be related to them. 

Research Question 1. What are the background charac
teristics of American Indian administrators of 
trlbally chartered and controlled community colleges? 

Most of the ^7 administrators included in this 

study had been in the current position for a relatively 

short time. This is due, in part at least, to the fact 

that the majority was in Institutions that had been 

established for only a few years. A majority (59.6 

percent) no doubt came to their positions from outside 
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the institution for the same reason. Nevertheless, 

nearly two-thirds of the group (23.^ percent) reported 

that they had four or more years of administrative ex

perience . 

Just under half (^8.9 percent) reported that 

their positions were funded by "hard" money. This repre

sents a precarious situation in terms of stability. 

However, that condition should be improved by enactment 

of the Tribally Controlled Community College Assistance 

Act of 1978, Public Law 95-^71. That legislation calls 

for federal funding based on full-time equivalent students 

for tribally controlled institutions that meet eligi

bility requirements specified by the legislation. 

The fact that only H 2 . 6  percent of these ad

ministrators reported having faculty appointments is in 

keeping with the general trend in higher educational 

administration of not granting faculty appointments to 

administrators. 

In terms of educational background, just under 

one-third (31.9 percent) reported that they possessed 

graduate degrees, but none had doctorate degrees. Another 

38.3 percent had baccalaureate degrees and 23-^ percent 

reported "other" without delineation. These percentages 

do not compare favorably with the educational level of 

community college administrators in general. However, 
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when placed In the perspective of these institutions' 

stage of development, there Is less cause for alarm. In 

the period 1920-19^0 when many of today's well-developed 

community colleges were in their formative stages, the 

formal educational level of their administrators was not 

unlike that found in this study. To cite a relatively 

recent example, a study of Protestant denominational two-

year college presidents in 1962 found that only l8.2 

percent held doctorate degrees whereas ^5*5 percent had 

master's degrees, and 36.3 percent had no graduate degrees 

(Schultz 1969, P- 12). This comparison is not meant to 

imply that prompt measures should not be taken to improve 

the situation with American Indian community college 

administrators. 

The fact that over 70 percent (72.3 percent) of 

these administrators reported that at least some native 

Indian language is spoken in the home reflects the ethnic 

emphasis of those tribally-controlled community colleges. 

It suggests that the Indian governing boards and presi

dents of those institutions wish to emphasize their 

"Indlanness" and select administrators with such a 

commitment. 

It was interesting to discover that only half 

(51.1 percent) of these administrators had received their 

elementary education in local public schools. Nearly 



one-third (31.9 percent) attended federally operated 

elementary schools (Bureau of Indian Affairs) and 25.5 

percent attended mission and other private schools. At 

the high school level the pattern was the same, but a 

higher proportion (59-6 percent) attended local public 

schools. 

There was substantial support for professional 

training programs in educational administration by these 

American Indian administrators. Given three choices, 

55.3 percent selected educational administration as 

their preference compared to 21.3 percent for Indian 

studies and the same (21.3 percent) for on-the-job train

ing/internships. On a related area, they were asked for 

their preferences as to the frequency of professional 

growth opportunities. All of those who responded felt 

that it should be on a yearly or more frequent basis. 

Research Question 2. What perceptions do these 
American Indian administrators have of their roles 
as educational leaders and administrators? 

These American Indian administrators were asked 

to judge the importance of 15 leadership/administrative 

roles (a) to their institution, (b) to their community, 

and (c) to themselves. No item received a mean rating 

below 3.30 on a five-point scale which Indicates that all 

of the roles were perceived to be of substantial impor

tance for each of the three referent groups. 
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The two roles perceived as most Important to the 

institution were "Advisor to non-Indian personnel on 

campus" and "Human Relations Expert" both of which ex

ceeded a mean rating in excess of 4.00 (i.e., "of great 

importance"). These are two areas which underscore the 

importance of having Indian administrators in Indian-

controlled institutions. 

Roles perceived by these administrators as being 

of most importance to the communities served by these 

institutions also focused around two areas. One was the 

ability to provide excellent educational leadership and 

the other the ability to represent and Interpret the in

stitution to the non-Indian community. 

The roles which these administrators perceived 

as most important to them personally grouped around being 

catalysts for change, facilitators of institutional 

excellence, human relations expert, mediator to non-

Indians. These seem to combine the requirement of 

leadership ability with Indian ethnic backgrounds as 

perceived determinants of success. 

Composite mean ratings based on this analysis 

of role perceptions by American Indian administrators 

placed "Facilitator of excellence" highest, closely 

followed by "Performance of duties" and "Catalyst for 

change" all with mean ratings above 4.00. These all 
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reflect a leadership emphasis. By contrast those which 

received the lowest mean rating were "Enforcer of rules 

and regulations" and "Facilitator of student transfer" 

which reflect an administrative rather than a leadership 

emphasis. 

Research Question 3- What role conflicts do American 
Indian administrators of tribally controlled com
munity colleges perceive while administering and 
providing leadership for these institutions? 

This question was addressed by two methods. 

One method was to determine which of 20 statements they 

perceived as representing role conflict situations. The 

other method was to assess the extent of role conflict 

that they experienced relative to each statement. For 

both analyses the statements were organized into three 

groups which utilized a classification system developed 

by Lopez (1978). The groups were as follows: 

Conflicting Expectation (CE) statements which reflect 

incongruence in expectations from one source to 

another (8 statements). 

Idiographic-Nomothetic (I-N) statements which repre

sent situations where values and beliefs of the 

administrator are perceived to be incongruent with 

the norms or expectations of the institution (11 

statements). 
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Role Ambiguity (RA) statements which reflect uncer

tainty on the part of the administrator as to external 

expectations on one's role (1 statement). 

Three of the 20 statements were perceived by over 

90 percent of these American Indian administrators as 

representing role conflict situations. These were (1) 

having a "dual commitment" to their institution and the 

Indian community, (2) conflict serving as a condition for 

progressive improvement, and (3) to serve as a successful 

role model for Indian students and the community. Pour 

other statements received a positive response rate in 

excess of 85 percent. These statements related to (1) 

tribal political influences on the educational process, 

(2) serving as spokesman for the Indian community to the 

Anglo community, (3) the expectations of Indian students 

and the community to respond to their specific needs, and 

(^) involving the community in the decision-making process. 

In summary, there was a high degree of agreement 

among these administrators (over 85 percent), that seven 

of these statements did indeed represent role conflict 

situations. An almost equal number of these statements 

related to "conflicting expectation" (4) and "idiograph-

nomothetic" conflicts (3). Further, it is evident that 

most of these seven statements relate to conditions that 
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are characteristic of tribally operated Institutions. 

Further, with one exception, they relate to the rela

tionship between the institution and the Indian community. 

This finding underscores the importance of having native 

American administrators for tribally operated community 

colleges since it seems reasonable to assume that these 

would be difficult roles for non-Indian administrators. 

At the other extreme, less than 15 percent of the 

group selected three of the 20 statements as being a . -

source of role conflict for them. In order, these vjere 

(1) placing loyalty to the institution over loyalty to 

the community, (2) that ethnic programs were viewed as 

a means of pacifying the Indian community, and (3) over 

being accused of practicing Indian "tokenism." All 

three of these "low concern" statements involved 

idiographic-nomothetic type conflict. 

When compared to the Lopez (1978) findings, there 

was general concurrence on the statements which received 

high positive agreement ("yes" responses). By contrast, 

none of the Lopez respondents had an agreement (i.e., 

"yes" response) of less than 33.3 percent whereas six 

of the statements received less than that percentage 

agreement in this study. This suggests that Indian 

administrators vjorking in tribally-controlled institutions 

perceive less role conflict overall than do Chicano 



83 

administrators who are in traditional community col

leges . 

The analysis of the extent to which role conflict 

was actually perceived by these American Indian adminis

trators in their positions did not reveal substantial 

conflict. This finding is at major variance with what 

Lopez (1978) found in her study of Chicano community 

college administrators where the degree of perceived role 

conflict was much greater. Further, the highest degree 

of role conflict for her group was in the idiographic-

nomothetic dimension which was not perceived as an area 

of personal role conflict by the American Indian 

administrators of this study. 

These differences may very well be due to the 

fact that the Chicano administrators studies by Lopez 

were working in basically Anglo institutions. As such, 

they were probably a minority among the administrators 

of their institutions which served a heterogeneous student 

body. These are conditions that might be expected to 

produce role conflict. By contrast, the administrators 

represented in this study were v7orking in relatively 

homogeneous institutions that were tribally controlled, 

had a preponderance of native American administrators, 

and served primarily Indian people. These combined con

ditions should lead to a minimum of role conflict for 

Indian administrators. 
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Conclusions 

The following conclusions are drawn from the 

findings of this study. 

Steps need to be taken which will make it possible 

for the existing administrators to obtain further advanced 

study and graduate degrees at both the master's and 

doctorate levels. Achieving this requires two measures: 

one graduate fellowship and/or other types of assistance 

that will make it possible for these individuals, most 

of whom have family responsibilities, to attend graduate 

school. Further, it will be necessary to find competent 

replacements to assume the administrative assignments 

held by these individuals while they are absent from their 

institutions. If that were not done, some of those 

institutions would likely experience serious setbacks 

during the absence of these administrators from their 

institutions. 

Given the responsibilities confronted by these 

administrators and the rather limited experience that 

they have had in their present assignments, there is great 

need for continuing and even expanding the outstanding 

work that has been done by the staff of the American 

Indian Higher Education Consortium. Without that 

assistance, it is hard to imagine how many of these 
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Institutions would have been able to survive during their 

formative stages of development. 

The role perceptions and areas of role conflict 

identified by this study underscore the importance, if 

not necessity, of having these institutions staffed to 

a substantial degree by American Indian administrators. 

The roles and conflicts encountered by the administrators 

included in this study, while not acute, could represent 

serious difficulties for most non-Indian administrators. 

This conclusion is supported by a comparisons of the find-, 

ings of this study with those of the Lopez study of 

Chicano community college administrators in traditional 

Anglo institutions. Those administrators perceived sub

stantially more role conflict than did the Indian 

administrators in this study who were employed .in Indian 

dominated institutions. 

Recommendations 

1. It is recommended that measures be taken immedi

ately to identify potential American Indian 

community college administrators and recruit 

them into graduate programs which will prepare 

them to assume leadership roles in tribally 

chartered community colleges. 

2. It is recommended that one or more fellowship, 

or other financial assistance programs, be 
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established to (a) support new administrators 

in training and (b) make it possible for present 

administrators to complete graduate degrees. A 

combination of federal and foundation support 

seems needed to accomplish these goals. 

3. It is recommended that the American Indian Higher 

Education Consortium continue its work as a 

primary agency for inservice staff development 

in tribally chartered community colleges. 

However, carrying out that role adequately will 

call for substantial financial support from the 

federal government and/or foundations. 

. It is recommended that one or two major universi

ties in the western United States that have strong 

programs in higher education with an emphasis on 

the community college be designated as Leadership 

Centers for Tribally Chartered Community Colleges. 

Such an institution or institutions should be the 

primary recipients for the financial support 

referred to in Recommendation 2. Further, it is 

recommended that they include on their faculties 

well-qualified Indian professors, and work closely 

with the American Indian Higher Education Con

sortium and the National Advisory Council on Indian 

Education. 
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It is recommended that studies along the line 

of this one be continued to provide longitudinal 

data on American Indian community college adminis 

tratorsj their role perceptions and role conflict 

and also that comparative studies be conducted 

on Indian and non-Indian administrators of 

tribally chartered community colleges. 



APPENDIX A 

LISTING OP INSTITUTIONS OF HIGHER LEARNING 
CHARTERED AND CONTROLLED BY 

NATIVE AMERICANS 

American Indian Satellite Community College 
P. 0. Box 752 
Winnebago, NB 68071 

Blackfeet Community College 
Box 55 
Browning, MT 59^17 

Cheyenne River Community College 
P. 0. Box 707 
Eagle Butte, SD 57625 

Crow Central Education Commission 
Box 370 
Crow Agency, MT 59022 

Dull Knife Community College 
Lame Deer, MT 590^3 

Port Berthold Community College 
P. 0. Box 765 
New Town, ND 58763 

Hehaka Sapa College at D.Q. University 
P. 0. Box HOS 
Davis, CA 95616 

Inupiat University of the Arctic 
P. 0. Box H29 
Barrow, AK 99723 

Little Hoop Community College 
P. 0. Box 147 
Port Totten, ND 58335 
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Navajo Community College 
Tsalle Rural Post Office 
Tsaile, AZ 86556 

Oglala Sioux Community College 
P. 0. Box 439 
Pine Ridge, SK 57770 

Sallsh-Kootenal Community College 
Drawer 6 
Ronan, MT 5986^1 

Slnte Gleska College 
P. 0. Box 37 
Rosebud, SD 57570 

Slsseton-Wahpeton College Center 
P. 0. Box 262 
Sisseton, SD 57262 

Standing Rock Community College 
P. 0. Box ^50 
Port Yates, ND 58538 

Turtle Mountain Community College 
P. 0. Box 3^0 
Belcourt, ND 58316 



APPENDIX B 

SURVEY QUESTIONNAIRE 

Please answer all questions. Your responses to the 
following questions will be regarded strictly confidential 
and not revealed, and will be used solely for this par
ticular study. 

PART I. Profile Information 

1. If your position-title has changed since June 1, 1978, 
please specify your current titular position:' 

2. Total years in present position (check one): 

0-3 years 
3-5 years 
6-8 years 
9 years or more 

3. Did you hold another position in the institution 
where you now work prior to being hired in your 
current position? 

^yes 
no 

If so, do you consider your current position to be a 
professional advancement as compared with your previ
ous position within the institution? 

^yes 
no 
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. Is your position funded entirely or primarily by 
(check one): 

"Hard money" (federal) 
"Soft money" (federal and tribe) 
Other funds (specify) 

5. Check the appropriate organizational component which 
most nearly reflects your primary area of adminis
trative responsibility. 

Chief Administrator 
^Academic/Student Services 
^Administrative Support Services 
Physical Facilities 
Community Services 
Other (specify) 

6. In your institution, is your position considered: 

line 
staff 

7. Please indicate the approximate number of non-Indian 
line administrators in the institution where you -
work. 

8. Check your current status or rank at your institu
tion: 

Administrator with faculty appointment 
Administrator without faculty appointment 
Other (specify) 

9. Your employment status is (check one): 

Permanent 
Provisional 
Other (specify) 
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10. Total years- of actual experience in an administrative 
capacity, including experience outside of community 
colleges (check one): 

0-3 years 
4-7 years 
8-11 years 
12-15 years 
15 years or more 

11. Highest educational level achieved by you (check 
one): 

^High School (grade completed . ) 
^B.A. 
M.A. 
Ph.D. or Ed.D. 
Other vocational or professional education. 

12. Please indicate the language preferred in your home. 

^English only 
English mostly 
Indian only 
Indian mostly 
Indian and English 
Other (specify) 

13• When you were in grade school and high school, what 
type of school did you attend (check one): 

Grade School High School 

federal 
state 
mission 
"private 

federal 
'state 
mi s s i on 
"private 

l4. Please indicate the kind of professional training you 
feel is most beneficial in the administration of your 
Institution: 

^Educational Administration 
Indian Education 
On-the-job Training/Internship 
Other (specify) 



Professional growth practice is practiced at 
institution so that Indian administrators are 
current in their expertise. 

on a yearly basis 
every other year 
every fourth year 
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PART II. Role Perception Scale 

Directions: Each of the following statements suggests 
an administrator role. Your response to each statement 
should reflect what you perceive the administrator's 
role to be. Please Indicate the importance of the role 
to the institution, the community, and yourself by plac
ing a checkmark in the column of the selected response. 

5 = of absolutely top importance 
4 = of great importance 
3 = of medium importance 
2 = of little importance 
1 = of no importance 

5 4 3 2 1 

1. The administrator is primarily a 
managerial executive whose main 
concerns are goals, inputs, budgets, 
and outputs. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

2. The administrator primarily is an 
educational leader who gives top 
priority to the academic affairs 
of the institution. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 
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5 ^ 3 2 1  

3. The administrator is primarily a 
"change agent." 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

The administrator is primarily a 
student advocate who gives top 
priority to student concerns. 

Importance to institution 
(what they expect) 

Importance to.community 
(what they expect) 

Importance to me 
(what I believe) 

5. The administrator is primarily 
interested in Indian culture as 
the institution priority. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 
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5 ^ 3 2 1  

6. The administrator Is primarily a 
human relations expert whose pro
fessional behavior emphasizes 
effective communication and int.er-
personal relations. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

7. The administrator Is primarily 
interested in observing rules and 
regulations of the institution. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

8. The administrator is primarily a 
public servant who works for the 
interests and needs of the com
munity . 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 



9. The administrator is primarily a 
facilitator in transferring of 
students to other institutions. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

10. The administrator is primarily a 
facilitator of institutional 
excellence while maintaining its 
cultural Identity. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

11. My role is to carry out the 
duties of my titular position 
without regard to the fact that 
I am Indian. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 
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5 ^ 3 2 1  

12. Because of my particular back
ground and experiences, my role 
is to be a liaison between the 
institution and the Indian 
community. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

13. My role is to be an advisor to 
Anglo administrators J faculty and 
staff on matters pertaining to 
Indian and other minority stu
dents . 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 

1^. My role is to be a catalyst, 
for changing policies and 
practice in areas such as recruit
ment, enrollment, admission, 
hiring, student services and 
instructional programs which 
negatively affect students and 
community. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 



My role is to mediate and resolve 
issues pertinent to the Indian 
and/or minority students before 
they reach higher levels of the 
administration. 

Importance to institution 
(what they expect) 

Importance to community 
(what they expect) 

Importance to me 
(what I believe) 
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PART III. Role Conflict Scale 

Directions: The following statements reflect adminis
trator experiences and beliefs which you may or may not 
agree with. Each statement requires two responses. 
First J Indicate by a checkmark next to "yes" or "no" 
whether or not you agree with the statement. Next, if 
you have answered "yes" indicating that you agree with 
the statement, please indicate by a checkmark in the 
appropriate column the degree to which the stated ex
perience or belief personally causes problems for you 
as an administrator in the institution where you work. 

1 = always a problem 
2 = frequently a problem 
3 = sometimes a problem 
4 = seldom a problem 
5 = never a problem 

1 2  3 ^ 5  

1. As an Indian administrator, I have 
a "dual commitment" to my institu
tion and to the Indian community. 

no yes 

2. As an Indian administrator, I 
am expected to be a spokesman 
for the Indian community to the 
Anglo community. 

no ^yes 

3. I frequently converse with 
students and colleagues in an 
Indian language. 

no ^yes 

As an Indian administrator in an 
influential position, the Indian 
students and community have ex
pectations that I will respond to 
specific needs rather than uni
versal ones. 

no y e s  



5. I experience a certain amount of 
personal conflict because my 
institution is not doing enough 
for Indian students. 

^no yes 
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1 2  3 ^ 5  

6. As an employee of the institu
tion, I must place loyalty to the 
institution before loyalty to ray 
Indian constituencies. 

no yes 

7. As an Indian administrator, I 
sometimes tend to be more 
change-oriented than my superiors 
would like me to be. 

^no ^yes 

8. My superiors seem uncertain as 
to what ray role as an Indian 
adralnlstrator should be.' 

^no yes 

9. Because I ara an Indian adminis
trator, I must be a successful 
"role raodel" to Indian students 
and community. 

no yes 

10. Because the Indian administrator 
functions as a "role model," 
administrators are expected by 
everyone, including themselves, 
to perform at a higher level of 
competence than their Anglo 
counterparts. 

no ^yes 



102 

1 2  3 ^ 5  

11. One problem at my Institution 
is that Indian administrators 
are predominantly in "implementa
tion" rather than "policymaking" 
roles. 

no ^yes 

12. "Tokenism" towards Indian con
cerns is practiced at my 
Institution. 

no yes 

13. Ethnic programs are set up 
primarily to pacify the Indian 
community. 

no yes 

l4. Officials at my institution see 
bilingual/bicultural programs as 
compensating rather than as an 
integral component of the regular 
instructional program. 

^no ^yes 

15. All students are the same and 
therefore should be treated 
equally. 

no ^yes 

16. Degree requirements are not 
always necessary but my insti
tution requires that all 
personnel meet degree require
ments . 

no yes 
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1 2  3 ^ 5  

17- The community served should be 
involved in the decision-making 
process of the institution and 
not merely in an advisory capacity. 

^no yes 

l8. At times, conflict can be a pro
gressive condition for improving 
the institution rather than a 
hinderance. 

no ^yes 

19. Tribal political influences should 
be separate from the educational 
process at my institution. 

no yes 

20. Indian administrators should 
assume most leadership roles to 
gain experience and expertise 
regardless of degree requirements. 

no ^yes 



APPENDIX C 

FORM LETTER 

Dear Sir: 

I am a. Navajo graduate student and Ph.D. candidate in 
the College of Education at The University of Arizona 
in Tucson. I am currently working on my dissertation 
project in the area of Educational Administration. 

My research project is an investigation of role conflict 
experienced by top level Indian administrators within 
post-secondary educational institutions chartered and 
controlled by Native Americans. 

Last summer I made contact with the American Indian 
Higher Education Consortium (AIHEC) who expressed a 
strong interest in my research topic as being of mutual 
interest and benefit. 

Since your Institution is a regular member of the 
AIHEC organization, I am very much interested in having 
your involvement in my study. More specifically, as 
the executive administrator of your institution, I am 
requesting your assistance by having your top level 
management personnel (i.e.. Chancellor, Vice President(s), 
Campus Director, Deans, etc.) complete the enclosed 
questionnaires to assist me in gaining insight into 
experiences and problems relating to role conflict 
encountered during tenure as an educational administra
tor. Also, please retain one copy for yourself. 

The study has the following objectives: 

1. To identify factors contributing to role conflict 
in administrative functions. 

2. To identify role perceptions and expectations which 
influence ethnic/racial organizational leadership 
at the local level. 

lOij 
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3. To identify institutional and communal role expecta
tions of Indian administrators in Indian community 
colleges. 

To identify needs in the preparation of ethnic/racial 
educational administrators in organizational 
leadership. 

I wish to invite you to participate in the study by com
pleting and mailing back the enclosed, self-mailing 
questionnaire. Again, the information that you will 
provide will be used for research purposes and will not 
be identified with you in any way.. Therefore, you do not 
need to give your name or social security number. How
ever, if you feel uncomfortable participating in this 
research project, you may withdraw at any time or you may 
omit any of the questions, without incurring ill will. 
If you decide to participate and complete the question
naire, it will mean that you decide to participate will
ingly. 

In summary, I am hopeful that you will accept this invi
tation to be a part of a study pertaining to a unique 
and important venture in higher education for Native 
Americans. 

I remain. 

Most sincerely. 

/signed/ 
Lawrence Isaac, Jr. 

Ll/nm 
Enclosures 
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