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Community colleges are crucial to American social and economic progress. They
provide access to higher education for millions who cannot afford to attend a 4-year
college or a university. For the past 20 years, there has been a consistent increase in
enrollment in community colleges. This increase has included students of all ages and
ethnic groups. While the African American student population in community colleges
has increased as have other student populations, the percentage of African American
instructors has not increased. Minority instructors and administrators in community
colleges are not represented in numbers equivalent to minority student enrollment or to
the minority population.
The focus of this research study is to examine the factors that have contributed to
the low representation of African American instructors in community colleges. In
particular, this study explores phenomenon that contribute to the lack of representative
numbers of African American instructors in the classrooms of a southern community

college. Participants interviewed for this study include community college students,
instructors, counselors, and administrators. Interviews, observations, and document
analyses were conducted over a 5-month period. Addressed in this study were the
reasons for low representation of African American instructors, ways to increase the
number of African American instructors, and the reasons African American instructors
are desirable in community college classrooms.
Analysis of the data reveals factors that contribute to the low representation of
African American instructors on community college campuses include (1) lack of
competitive salaries, (2) lack of employment opportunities, (3) discriminatory hiring
practices, (4) lack of desire or interest in the teaching profession, (5) lack of
encouragement, (6) lack of mentors/role models, (7) inadequate pool of
graduates/competition for graduate students, (8) unwelcoming campus climates, (9) lack
of qualified candidates, (10) inadequate recruitment efforts, and (11) inability to retain
African American instructors.

Key words: low representation, community college, African American students
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CHAPTER I
INTRODUCTION TO THE STUDY

Introduction
Because the problem has been around for a long time, it will take some time to
change it as this involves changing the mindset of individuals. The problem of
few African American instructors on campus is both simple and complex. It is
simple in terms of the fact that we are still catching up to that period in history
when African Americans were not afforded the same opportunity as white
members of society were. I mean opportunities for education. We think that a lot
of time has passed, but let’s face it: we can remember when we lived in a world
when our communities’ doors, if they were open at all, were not very wide. I
really think that that is the simple part of it. It has not been enough passage of
time since the Civil Rights Act, since the Civil Rights Movement, since people
have become more sensitized and aware of the fact that we are all the same. I
have discovered that regardless of our socioeconomic background or the color of
our skin, whatever our differences are, we are really all the same. I don’t want to
get too philosophical, but I think that for a long time, Christians did not act like
Christians for many years. They just overlooked that part of the scripture that
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dealt with no distinction. It is clear that in the Judeo Christian teachings that God
makes no distinction. So if man was making a distinction, it was man. We have
social change that takes time, but we are still suffering from catching up, getting
old, moving on; we are not done yet. We talk about a movement that is still
going on. It is not finished yet. It is a work in progress, as we all are. So I think
that is a part of it. That’s the simple part. It just takes time.
(Minerva Community College administrator interview)
The preceding narrative is a philosophical observation expressed by one
administrator regarding the origin of unequal representation of African American
instructors in community colleges. This narrative illustrates what has transpired over the
past 40 years and illustrates that even into the 21st century; the position of unequal
representation has shown little change. In the statement, the word time is used on five
different occasions and the narrative ends with the words, “It just takes time.” How
much time? Whose time frame is the determining factor for this change? Perhaps time is
but one variable in the complexity of the low percentage of African American instructors
at Minerva Community College 55 years after legislation which was designed to bring
about equality in the American educational system.
In the historic 1954 case, Brown v. Board of Education of Topeka, the Supreme
Court ruled that compulsory segregation of the races in public schools was
unconstitutional. The court held that separate facilities for black and white students were
inherently unequal, and in 1955, ordered states with segregated schools to open them to
all races. While the Brown vs. Board of Education of Topeka case dealt specifically with
2

desegregation of public grade schools, segregation in higher education had been
challenged over 50 years prior to this case.
Efforts to integrate institutions of higher learning began in the 1800’s with cases
like Cumming v. Richmond County Board of Education, 175 U.S. 528 (1899), a case the
Court supported segregation by upholding a criminal conviction against a private college
for teaching Blacks and Whites together (Welch, et al.1996, p. 516), and Berea College
v. Kentucky, 211 U.S. 45 (1908), that challenged the state supreme court for upholding a
law that forbade the teaching of black and white students in the same classroom, and
Sipuel v. Board of Regents of University of Oklahoma case (1948) involving a young
African American woman being denied admission to a state supported law institution.
The Supreme Court ultimately ruled that dividing students by race in graduate schools
fell short of the legal standards of separate but equal.
With court rulings mandating integration of schools on all levels, interaction
among students was beginning to be seen as an integral part of the educational experience
that could provide benefits to both African American and White students. Just as these
benefits were viewed with controversy, so was integration of African American
instructors in schools systems that served both African American and White students. As
the student bodies of schools and institutions of higher learning continued to be
integrated, African American instructors did not benefit from that trend; nor is equitable
representation of African American instructors currently reflected in the educational
arena.
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A 2003 US Department of Education IPED report shows that about 31% of
undergraduates are minorities (14.1% Black, 10.8% Hispanic, 5.1% Asian and one
percent American Indian). Of the 282,429 tenured professors teaching in American
institutions in 2003, 6.1% were Asian, 4.5% were African American, and 2.9% were
Hispanic. Approximately 85% of tenured professors are White. The top five states that
employ African American full-time faculty are District of Columbia with 60.3% white
and 20.9% African American, Louisiana with 75.2% white and 13.3% African
American, Alabama with 77.3% white and 13.1 African American, Mississippi with
79.4% white and 13.1% African American, and Georgia with 76.2% white and 12.3%
African American (Pullmann, 2006). Qualitative investigators Samuel and Wane found
that “91% of the full professors at research universities are White, 75% male; 87% of the
full time faculty members in the United States are White; 64% are male; and 5% of the
full time professors in the U. S. are Black, Hispanic or Native American” (Trower &
Chait, 2002 as cited in Samuel & Wane, p. 1).
While higher education is a term generally used to refer to instructors and
instruction provided by four-year colleges and universities, the term also refers to entities
that provide training beyond the high school level; therefore, community colleges are
included and affected by segregation issues that address practices and policies in higher
education. In the early history of the community college, spoken and unspoken policies
of segregation were practiced.
During the 1950’s and 1960s, whenever a community college was established,
there was an increase of local high school graduates who began college immediately,
4

sometimes by as much as 50% (Cohen & Brawer, 2003). Separate junior colleges were
established for African American and White students. After junior colleges were
accepted as an important part of the American educational system, those that served
African Americans faced inequity problems that separated white facilities from those of
African Americans. Inadequate and unequal funding of African American institutions
and African American instructors is also acknowledged by one of Mississippi’s former
university presidents Lucas (1966), who studied the role of the Mississippi Legislature in
Mississippi’s higher education system in 1890-1960. “Disparities in teachers’ salaries
existed in those newly-formed public junior colleges which employed 505 instructors in
1960. Salaries for white teachers averaged $4,078 and Negroes $3,700” (Lucas, 1966,
pp. 142). As campuses experienced consolidation and students experienced integration,
doors were closed to many African American instructors.
Salaries, employment, and advancement of African American faculty remain
major concerns of many scholars today as indicated by the vast number of articles and
studies written to address the issue (Bower, 2002; Colby & Foote, 1996; Commission on
Ethnic Minority Recruitment, Retention and Training, 1997; Flannigan, Jones, & Moore,
2004; Gillett-Karam, Roueche, & Roueche, 1991; Kirkpatrick, 2001; Liptak, 2006; Perna,
2003; Smith & Moreno, 2006; Wible, 2006). These scholars address the lack of African
American presence in the classrooms of institutions of higher learning. They note that
lack of diversity has far reaching negative effects on minorities and non minorities as
well. For example, Bogen and Orfield (2005) address the social injustice of failing to
provide minority instructors as he outlines an agenda for achieving social justice in
5

higher education for the next generation. They focus is on social transformation of
higher education and structural barriers that perpetuate racial stratification at the post
secondary level. Diversity of higher education faculty is as important as the admission of
African American students to institutions of their choice. According to Padron (1999),
president of Miami-Dade Community College,
the real challenge of education is to accomplish a transformation-from the onedimensional theory to the richness of understanding and experience…. Nowhere
is this transformation more pressing than in the realm of multicultural
understanding and diversity training…. Faculty and staff are sometimes critical to
this process. Assembling a diverse faculty and staff is a necessary component in
exposing students to the expanding perspectives that affect their world. (p. 1-2)
According to Villegas and Clewell (as cited in Newby, Swift, & Newby, 2000):
the argument most frequently used for increasing the racial/ethnic diversity of the
teaching force is that a democratic society needs teachers of color to serve as role
models for all students.

The presence of African American teachers gives

students of color hope that they too can grow up to occupy responsible positions
in our society. White students can also benefit from a racially and ethnically
diverse teaching force. By seeing people of color in professional roles, white
youngsters are helped to dispel myths of racial inferiority and incompetence they
many have come to internalize about people of color. (p. 2)
Colby and Foote (1996) maintained that a” diverse faculty provides an effective
and visible support system for the increasingly diverse population.” They also state that
6

“minority faculty act as role models, advisors, and advocates for minority students while
they expose majority students to new ideas” ( p. 3).
Gurin, Dey, Hurtado, and Gurin (2002) discussed the importance of diversity in
providing a learning environment that aids in the development of critical thinking skills.
They explore the relationship between students’ experiences with diverse peers in college
and university settings and their educational outcomes. “The results of their analyses
underscore the educational and civic importance of informal interaction among different
racial and ethnic groups during the college years” (p. 1). The authors provide a theory of
how diversity can be linked to educational outcomes. They found that students are at a
critical developmental stage during their college years; therefore, learning about diversity
and democracy is essential to acquiring desired adult behavior. Interaction with diverse
peers and instructors fosters a learning environment that encourages critical thinking and
intellectual development (Gurin, et al.).
The victorious ruling of Brown v. Board of Education of Topeka opened the doors
to integration, but other barriers that prevent equal educational opportunities continue to
exist. Placing African American students in classrooms with white students and
providing equal and adequate facilities address only part of the problem. Failure to
provide a faculty of representative African American instructors to prepare students for a
diverse world is the other important part of the problem. The intent of this study was to
identify and examine the dynamics that hinder African Americans from achieving faculty
positions in a rural southern community college.
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Background of the Problem
Trends and developments in the education of African-Americans over the past 40
years are directly related to trends and development in civil rights (Willie, Garibaldi, &
Reed, 1991). A close relationship between civil rights and educational improvements for
African-Americans is noted by Weinberg, Professor Emeritus in the W. E. B. DuBois
Department of African American Studies. This pattern is possibly an extension of preCivil War practices when, in 1860, proportionately 27 times more white children than
black children attended school. Slaves, who numbered 4 million that year, were not
permitted to become literate or to instruct their own children to read and write in the
1700’s because it was unlawful (Weinberg, 1927 as cited in Willie, et al.).
Most freed blacks faced bleak conditions. Congress rejected proposals to break
up plantations and give former slaves ’40 acres and a mule’ or to provide aid to
establish schools. Without land or education, they had to work for their former
masters as hired hands or sharecroppers. (Welch, 1996, p. 474)
This legacy made it difficult for African Americans to claim a place in classrooms
as students or teachers. No public institution in antebellum Mississippi provided formal
education to its slave population or to its small number of free African Americans.
Mississippi was the only southern state that reported no free African American children
in school in 1850 (Samsing, 1990).
During the Civil War, the Emancipation Proclamation was issued; with the end of
slavery came the establishment of a dual educational system (Berlin, Fields, Miller,
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Reidy, & Rowland, 1992; Gutman, 1976; Klingaman, 2001). For example, the following
occurred in 1899:
A Georgia school board turned a black high school into a black elementary
school. Although the board did not establish a new high school for blacks or allow
them to attend the ones for whites, the Court did not object. This set a pattern in
which separate but equal meant separate but not equality. (Welch, 1996, p. 474)
Free African Americans began to form their own schools and to teach their
children in separate, inadequately facilitated schools (Logan & Cohen, 1967). As
disparities in educational facilities and resources became prominent issues, disagreement
among African American leaders regarding the focus and direction of the most
appropriate educational agenda surfaced. Some felt that efforts should be directed toward
learning and developing a skill that could be used to make a living and, thus, securing
materialistic comforts while others believed that training the mind was the key to
achieving the desired status in society.
Reflective of this controversy were two prominent leaders, Booker T. Washington
and W. E. B. DuBois, who disagreed on how to move the African American community
forward. DuBois (1903) issued “a strong plea for the higher education of the Negro,
which those who are interested in the future of the freedmen cannot afford to ignore” (p.
1). DuBois believed that skilled industrial training was of little value without first
providing for higher educational training of the best teachers, which he called The
Talented Tenth. Doing otherwise, DuBois viewed, was “simply throwing your money to
the winds" (p. 33). He goes on to explain in the following passage:
9

Now the training of men is a difficult and intricate task. Its technique is a matter
for educational experts, but its object is for the vision of seers. If we make money
the object of man-training, we shall develop money-makers but not necessarily
men; if we make technical skill the object of education, we may possess artisans
but not, in nature, men. Men we shall have, only as we make manhood the object
of the work of the schools--intelligence, broad sympathy, knowledge of the world
that was and is, and of the relation of men to it--this is the curriculum of that
Higher Education which must underlie true life. On this foundation we may build
bread winning, skill of hand and quickness of brain, with never a fear lest the
child and man mistake the means of living for the object of life. (DuBois, 1903,
pp. 33-34)
On the other hand, Booker T. Washington, founder of Tuskegee Institute,
believed the focus should be on learning a trade, using one’s hands, and the acquisition of
goods. This view, also held by many of his white supporters, brought much criticism
from other African Americans. Washington’s view is illustrated by an address he
delivered at the opening ceremony of an exposition on September 18, 1895, in which he
argued the importance of material advancement over integration:
Our greatest danger is, that in the great leap from slavery to freedom, we may
over look the fact that the masses of us are to live by the productions of our
hands....No race can prosper till it learns that there is as much dignity in tilling a
field as in writing a poem. It is at the bottom of life we must begin, and not at the
top. (Washington, 1895, p. 1)
10

Washington’s position reflects a totally different school of thought from DuBois’
regarding education in the African American community In spite of the differing views
on the best way to move the African American community forward, great disparities
between the education African Americans received and the education whites received
continued to exist. Those inequities in educational opportunities were lawful until the
Supreme Court’s ruling in the 1954 case of Brown v. Board of Education of Topeka. The
United States Supreme Court decision in that case sounded a death knell for statemandated racial segregation in primary and secondary education (Whitman, 2004).
However, not all good came from this decision as there were some negative effects for
those served by existing schools systems.
“By 1900, more than 1,500,000 Negro children were receiving instruction from
almost 29,000 Negro teachers” (Logan & Cohen, 1967, p. 147). During the early years
after Brown, due to desegregation tactics, thousands of African American educators lost
jobs or were forced into positions they did not want or were not qualified to perform. In
many districts, African American were shut down or merged into previously all-white
schools. Ideas about equitable methods for recruiting, assigning, and retaining African
American educators did not take effective form until the early 1970’s Dentler (as cited in
Willie, et al., 1991). One case that laid the foundation for teacher and administrative
desegregation in public schools was Singleton v. Jackson Municipal Separate School
District (1969):
The share of black teachers and administrators in each building and unit in a
district had to equal the share of black educators in the district as a whole. That
11

share was established by estimating regional labor pool availability of minority
personnel credentialed for employment in specified positions. (p. 41)
With the passage of the 1964 Civil Rights Act, the federal government
acknowledged the inequity of African American opportunity to attend college and
threatened, through Title VI, to become a major source of pressure for desegregating
higher education. However, the potential of Title VI and the promise of government
intervention to accomplish greater equity were not realized. According to John Williams,
(as cited in Willie, et al., 1991), an associate professor of administration, planning, and
social policy at Harvard University’s Graduate School of Education,
Had there been the political will to do this, Title VI provided a legal way. The
law requires desegregation of public white colleges and universities and
enhancement of public black institutions so that they too would attract students of
all racial populations. (p. 92)
According to a report from the National Center for Education Statistics [NCES],
In 1964 only 300 blacks were enrolled in the nation’s higher education system,
and most attended colleges and universities in the South that had been established
solely to educate blacks. On the other hand, approximately 4.7 million whites
attended college during that same year. (National Center for Education
Statistics[NCES], 1987 as cited in Willie, et al., 1991, p. 110)
Though court-mandated integration eventually ended most separate public school
systems, it did not insure diversity of faculty in higher education.

12

Clearly, Brown and other rulings did not address or result in minority
participation in the provision of higher education. Many articles and studies by educators
and researchers such as address concerns of the lack of African American instructors in
institutions of higher learning. This issue needs to be further addressed due to the fact
that research done by Alger, 1998; Bogen and Orfield, 2005; Brown, 2004; Calleja,
2005; Futrell, 1999; Gurin, et al., 2002; Smith and Moreno, 2006; and Wilkerson, 1997
indicates a diverse faculty is essential to a pluralistic and progressive campus. Where
student bodies are made up of numerous ethnic, religious, and cultural groups, teachers
and administrators need to be diverse as well (Gillett-Karam, et al., 1991).
Another major argument to support the need for African American instructors is
that a democratic society needs teachers of color to serve as role models for all students
(Newby, et al., 2000). According to Rettig and Khodavandi (1998),
The absence of positive minority role models in schools does not allow minority
students to see themselves becoming successful. The dearth of minority teachers
means that a mostly white teaching force is left to attempt to identify with
minority students whose backgrounds often are very different from their own. (p.
15)
These teachers come in contact with minority students only during school hours and then
return to their own different environments. Racial, cultural, and linguistic minority issues
cannot be adequately addressed in situations of limited contact within the school
environment only. Teachers who share a common background are needed to understand
and address these types of issues with African American students. According to
13

Blackwell, a noted sociology professor at the University of Massachusetts-Boston, “those
institutions that had Black faculty did a far better job of recruiting, enrolling and
graduating Black students than those that had few or none” (as cited in Williams, 1991, p.
2).
Throughout the 1980s and 1990s, researchers argued that many more certified
teachers of color were needed to reflect the increasing diversity of students in American
classrooms (Bower, 2002; Colby & Foote, 1996; Commission on Ethnic Minority
Recruitment, Retention and Training, 1997; Flannigan, et al., 2004; Gillett-Karam, et al.,
1991; Kirkpatrick, 2001; Liptak, 2006; Perna, 2003; Wible, 2006 as cited in Newby, et
al., 2000). “The minority teacher role…thought to be so crucial-given the rapidly
changing population demographics-appears to be in devastatingly short supply”
(Goodlad, 1990 as cited in Newby, et al., 2000, p.1). Garibaldi (1991) noted “the
declining proportion of black and other minority teachers as a very special problem
facing this nation, especially since it is happening at the same time that the proportion of
nonwhite students in major metropolitan school districts is increasing” (p. 120). The
American Association of Colleges of Teacher Education (1988) also warned that if a
national intervention policy is not instituted to reverse this trend, the faces of teachers of
color could disappear from the nation’s classrooms (as cited in Newby et al., 2000).
Today, students of the 21st century come from more diverse cultures and
backgrounds than in any previous time while teachers remain homogeneous. Current
studies, like those from previous years, point to the devastating impact of the decline of
African American instructors in our school systems (Bogen & Orfield, 2005; Brown,
14

2004; Calleja, 2005; Gurin, et al., 2003; Liptak, 2006; Lovell, Alexander, & Kirkpatrick,
2002; Malveaux, 2005; Perna, 2003; Piland, McFarlin, & Murillo, 1999; Pullman, 2006;
Smith & Moreno, 2006). A study which focuses on the dynamics that contribute to the
absence of representative African American instructors in institutions of higher learning
is essential to the understanding of this phenomenon.

Statement of the Problem
Recent emphasis on community college constituencies has brought awareness to
the fact that women and members of racial-ethnic minorities are underrepresented in
higher education (Gillett-Karam, et al., 1991). Community colleges are crucial to
American economic progress due to the fact that they provide access to higher education
to millions who cannot afford the traditional university (Lovell, et al., 2002). Minority
students, minority teachers, nor minority administrators in American community colleges
are represented in numbers equivalent to their representation in the population (GillettKaram, et al.). Increasing African American instructor presence in community colleges
can change this deficit.
For the past 20 years, there has been a consistent increase in minority student
enrollment at community colleges with minority enrollment increasing 61.3% from 19861996 (Wiles & Wilson, 1998 as cited in Lovell, et al., 2002).

Despite increases in

African American student enrollment, employment of African American faculty does not
reflect similar increases. Studies by the American Council on Education, 2004; Antonio,
2003; Borden & Brown, 2006 and Bower, 2002 indicate a decline in the presence of
African American instructors in the classroom. Reports of African American faculty
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employment show different percentages of employment from one year to the next
depending upon who is collecting the data, how it is collected, and the purpose for which
it is to be used. Despite their differences in numbers, reports indicate employment of
African American faculty is not comparable to African American student enrollment.
Statistics show roughly 6.2 % of 109,957 community college faculty are black, and black
faculty constitute roughly 5.2% of the overall faculty population in higher education
(Manzo, 2000). More recent data from the National Center for Educational Statistics
show that from a total of 1,174,831 faculty in the U. S., 65,999 are Black, non-Hispanic
(NCES, 2005).
For these reasons, African American instructors are needed in all schools,
including community college classrooms. Serving as mentors and role models, “the
presence of minority teachers gives students of color hope that they can grow up to
occupy responsible positions in our society” (Villegas & Clewell, 1998 as cited in
Newby, et al, 2000, p. 1). Opp and Smith (1994) also noted that role models and
mentors play a crucial part in professional development and that many students select
faculty members as role models. “The need for minority representation among full-time
faculty…is critical” (as cited in Lewis and Middleton, 2003, p. 147). Good mentors and
role models help students reach their fullest potential.
White students can also benefit from a racially and ethnically diverse teaching
force. By seeing people of color in professional roles, white students are helped to dispel
myths of racial inferiority and incompetence they many have come to internalize about
people of color” (Villegas & Clewell, 1998 as cited in Newby et al., 2000, p. 1).
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Students need to learn to interact with people of all backgrounds on all levels. A
teaching force that is representative of society as a whole helps students transcend
barriers presented by interactions with people who are different (Lovell et al., 2002).
African American faculty members also help other faculty as well as students
rethink their prejudicial thoughts and feelings about the capabilities of minorities, thus
improving the organizational climate of their institutions and subsequent environments
(Lovell et al., 2002). Failure to expose students to a diverse setting during their college
years inhibits their ability to meet the challenges of dealing with diversity in their
immediate surroundings and environments that they will encounter later in life. Students
need to learn how to work with, for, and beside people of all backgrounds. Creating a
profession that is representative of society as a whole is essential.
Minority teachers are important…because they (a) serve as role models for
minority and majority students, (b) may be better able to meet the learning needs
of minority students, (c) can help students transcend language barriers, and (d)
can help students and other faculty rethink their biases. (Piercynski, Matranga, &
Peltier, 1997 as cited in Lovell et al., pp. 1-2; Engblom 2003, p. 1)
This research study will examine factors that contribute to the understanding of
the low percentage of African American instructors in community colleges. A critical
investigation of recruiting and hiring practices is central to this study. This dissertation
will attempt to provide understanding of the dynamics behind the absence of African
American instructors in community college settings and focus on a community college
located in the southeast region of Mississippi that accommodates approximately 4,500
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students. Approximately 1,700 of the students served by this college are African
American (MCC Unduplicated Count, 2006). The total number of faculty members at
Minerva Community College is 230. Of that number, 27 are African American (Day,
2007). The problem to be investigated is the low percentage of African American
instructors at Minerva Community College.

Purpose of the Study
The purpose of this case study is to gain an understanding of the factors that
contribute to the low percentage of African American instructors at Minerva Community
College. This study is necessary because there is a lack of diversity among instructors at
this institution of higher learning. Evidence of the lack of diversity is noted by the
number African American faculty employed in Mississippi’s public community and
junior colleges as recently as the Fall of 2005, and, in particular, the number of the
African American faculty employed by Minerva Community College. Of 3,845 faculty
at Mississippi’s two-year institutions, 509 (13.2%) are African American. At Minerva
Community College, the focus of this case study, of 230 faculty, 27 (11.7%) are African
American (Day, 2007). A diverse student body is noted by the number of African
American, White, American Indian, Hispanic American, Asian American, and
International students enrolled for the Fall of 2005. Of 3,435 students at Minerva
Community College, 1310 are White, 1,025 are African American, 70 are American
Indian, 16 are Hispanic American, 12 are Asian American, 4 are International and 65 are
classified as not specified (MCC Student Body Demographics Data, Fall 2005).
Human resources from different segments of society can be valuable when used to the
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fullest extent possible to maintain an erudite society. A close examination of the
underlying factors contributing to the lack of African American instructors at community
colleges can open doors to immeasurable contributions from untapped resources that can
benefit students, educational institutions, society, and the world.

Research Questions
The following four major research questions will provide understanding of the
factors that contribute to the low concentration of African American instructors in
community colleges. Embedded within each major question is a sub-question that must
also be addressed.
1. What direct and indirect factors contribute to the low concentration of African
American instructors in community colleges? Are these factors new and evolving
or are they well established factors from the past? Are they a part of written,
documented policy?
2. What strategies are employed by the community college recruiters and
administrators to increase the number of African American instructors in
community colleges? What policies govern the strategies? When and how have
the strategies changed?
3. What strategies have proven effective in increasing the number of African
American instructors in community colleges? How have these effective strategies
been employed in the recruiting and hiring of African American faculty in the
community college? Who has been instrumental in developing and implementing
these strategies?
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4. Why are African American instructors needed in community colleges? What are
the benefits of increasing the number of African American instructors in
community colleges?
These research questions are designed to provide insight into the factors that
contribute to the low percentage of African American instructors in community colleges.
The absence of African American instructors not only affects students who attend a
particular institution, but it also affects the entire educational system, surrounding
communities, and the world. Identification of all factors that directly or remotely
contribute to the hiring or non-hiring of African American instructors in community
colleges is essential to understanding their absence. These issues may be considered etic,
the researcher’s issues reflective of a larger community, but may well be a catalyst for
emic issues as concerns from the inside develop and emerge (Stake, 1995). The answers
to these questions will provide insight and understanding into the absence of African
American faculty at institutions of higher learning.
The first set of questions is appropriate because these questions reflect an
assumption that disparity exists in the number of African American instructors when
compared to the number of African American students served by the institution. These
research questions seek to identify and illuminate the factors, both significant and
insignificant, which are responsible for and/or contribute to the disparity.
The second set of questions sought to examine the strategies and practices that are
currently used and to note what has been effective in recruiting and hiring African
American instructors. It is important to determine the success or lack of success of
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current and past practices and policies in order to understand, in part, why African
American instructors are underrepresented. Policies and practices will be studied in an
effort to understand the effectiveness or ineffectiveness of recruiting and hiring practices.
The third set of questions explored strategies and practices that have been
effective in increasing the number of African American instructors in community
colleges. This is appropriate because the knowledge of what works in recruiting
underrepresented instructors can provide invaluable information to institutions who seek
to increase the number African American instructors on their faculties. Appropriate and
useful also is the knowledge of who is responsible for the development and
implementation of effective recruitment and hiring practices.
The fourth set of questions explored the reasons African American instructors are
desirable in community colleges. It is important and appropriate to examine the benefits
of African American instructor presence to the students, the college, and the community.
These questions are designed to help identify and provide understanding of the
factors that contribute to the under-representation of African American faculty on
community college campuses. “As the questions draw forth understanding, the
researcher will begin to restate the issues as assertions. These assertions will take the
form of petite generalizations as new observations are made and old ones confirmed”
(Stake, 1995, p. 21).

Qualitative Research
Qualitative research is an umbrella concept that covers several forms of inquiry to
help researchers understand and explain the meaning of social phenomena with as little
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disruption of the natural setting as possible (Merriam, 2000). In this case study, several
forms of inquiry such as interviews, observations, and document analysis will be
employed.
Qualitative research is concerned with understanding the meaning people have
constructed, that is, how they make sense of their world and their experiences in the
world. It implies a direct concern with experiences as they occur (Sherman & Webb,
1988 as cited in Merriam, 2000). Others note that qualitative research provides data that
can be analyzed in different ways which provide a variety of answers to questions the
researcher may not have been aware of (Anderson, Herr, & Nihlen, 1994).

Rationale for Qualitative Design
Critical qualitative research seeks to investigate and understand the social and
political aspects of the reality of a situation. Patton (1985) describes qualitative research
as follows:
[Qualitative research] is an effort to understand situations in their uniqueness as
part of a particular context and the interactions there. This understanding is an end
in itself, so that it is not attempting to predict what may happen in the future
necessarily, but to understand the nature of that setting-what it means for
participants to be in that setting, what their lives are like, what’s going on for
them, what their meanings are, what the world looks like in that particular settingand in the analysis, to be able to communicate that faithfully to others who are
interested in that setting…The analysis strives for depth of understanding. (as
cited in Merriam, 1998, p. 6)
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Mason (1996) says qualitative research should be systematically and rigorously
and strategically conducted, yet flexible and contextual, involve critical self-scrutiny by
the researcher, or active reflexivity, produce social explanations to intellectual puzzles,
produce social explanations which are generalizable or which have a wider resonance,
should not be viewed as a unified body of philosophy and practice and should be
conducted as an ethical practice.
A case study is an examination of a specific phenomenon such as a program, an
event, a person, a process, an institution or a social group (Merriam, 1998). This case
study will examine the process used by an institution of higher learning to employ
members of a specific social group. Merriam’s (2002) explanation of critical research
emphasizes its focus:
Critical research focuses less on individuals than on context. Critical educational
research, for example, queries the context where learning takes place, including
the larger systems of society, the culture and institutions that shape the
educational practice, the structural and historical conditions framing practice.
Questions are asked regarding whose interests are being served by the way the
educational system is organized, who really has access to particular programs,
who has the power to make changes, and what are the outcomes of the way in
which education is structured. Critical qualitative research, then, raises questions
about the influence of race, class, and gender (and their intersections), how power
relations advance the interests of one group while oppressing those of other
groups, and the nature of truth and the construction of knowledge. (pp. 9-10)
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This research seeks to address issues regarding the context in which candidates for
employment are considered; faculty and administrative involvement in employment
decision-making; cultural, institutional, and state policies that guide and/govern
decision- making; and the interests that are being served and/or under served.
By concentrating upon a single phenomenon or entity, this approach [case study]
seeks to describe the phenomenon in depth (Merriam, 2002). The case study method will
be used in this research because it allows an in depth examination of the issue of the low
percentage of African American faculty in community colleges. According to research
methodologist Runkel (1990), qualitative researchers cast nets and test specimens. To
find how an individual case works, they examine single specimens to determine the
frequencies within a case. “Case study researchers use this method of specimens as their
primary method to come to know extensively and intensively about a single case” (as
cited in Stake, 1995, p. 36). In this study, a single case, the recruiting and hiring policies
and practices at a specific community college, was examined extensively and intensively.
All organizations and individuals have their common and unique features. Case study
researchers aim to identify the various interactive processes at work to show how they
affect the implementation of systems and how they influence the way an organization
functions (Bell, 2005).
The researcher is the primary instrument for data collection and analysis
(Merriam, 2002). Because qualitative research involves fieldwork, it primarily employs
an inductive research strategy (Anderson et al. 1994; Merriam, 2000). Being the primary
instrument for data collection and analysis, biases could possibly impact the study.
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Identifying and monitoring the effects of these biases on the collection and interpretation
of data will serve as an advantage to the research rather than a hindrance. Erickson
notes in Stake (1995) that vigorous interpretation is a function of the qualitative
researcher and the basis of observations and other data are assertions or interpretations
from which researchers draw conclusions, and from these conclusions come
understanding.
In this study, the researcher interpreted and drew conclusions based upon all
collected data. The product or conclusions drawn from the data of qualitative inquiry is
richly descriptive. Words and pictures rather than numbers are used to convey what the
researcher has learned about a phenomenon. Descriptions of the context, participants
involved, data in the form of quotes from documents, files, notes, participant interviews,
videotapes, electronic communication, or a combination thereof are included in support
of a qualitative study (Merriam, 2002). This study employed these descriptive devices.
Existing theory on this study seems to fail to adequately explain the reasons for
the low representation of African American faculty; hopefully, data gathered will identify
factors that contribute to this phenomenon. By investigating the social and political
realities of the powerful and the less powerful, the researcher hoped to gain insight into
the realities of under representation of African American faculty. The researcher expected
this case study to lead to a clearer understanding of why few African American
instructors are employed at community colleges. It is desired that this research provide
insights on factors that contribute to the lack of African American faculty in community
colleges and that this shared insight will lead to changes in hiring policies and practices
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that will reflect an increase in the hiring of African American faculty in community
colleges as well as the hiring of African American faculty in other institutions of higher
learning.

Conceptual Framework: Critical Theory
A theoretical framework is the structure, the scaffolding, the frame of a study. It
defines the research problem and serves as an explanatory device which explains either
graphically or in narrative form, what is to be studied (Merriam, 1998). Merriam further
explains that the framework of a study draws upon the concepts, terms, definitions,
models, and theories from a specific area of literature or discipline. This framework then
generates the problem of the study, specific research questions, data collection and
analysis techniques, and the methods of interpreting the findings. The development of a
coherent structure of literature review and procedures makes the research and its data
more manageable and useful. As it relates to critical research,
Education is considered to be a social institution designed for social and cultural
reproduction and transformation.

Drawing from Marxist philosophy, critical

theory…, knowledge generated through this mode of research is an ideological
critique of power, privilege, and oppression in areas of educational practice.
(Merriam & Simpson, 1995 as cited in Merriam, 1998, p. 6)
One mark of an ideal educational setting is one that provides a variety of learning
experiences from a variety of sources for the enlightenment of a body of diverse students.
In order for a social institution of education to be a catalyst for cultural reproduction and
transformation, input from both majority and minority representatives is essential. This
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study is an interpretative case study based on observations, interviews, and document
analyses that reveal the roles of administrators, recruiters, interview and/hiring
committees, and educators in achieving or hindering diversity among faculty.
Critical theory perspectives, according to Fay (1987), “ are concerned with
empowering human beings to transcend the constraints placed upon them by race, class,
and gender” ( as cited in Creswell, 2003, p. 10). Critical Theory in the narrow sense
(always capitalized) refers to the beliefs of several generations of German philosophers
and social theorists in the Western European Marxist tradition known as the Frankfurt
School. According to these theorists, a critical theory may be distinguished from a
traditional theory according to a specific practical purpose: a theory is critical to the
extent that it seeks human emancipation, “to liberate human beings from the
circumstances that enslave them” (Horkheimer, 1982, p. 244).
Because such theories aim to explain and transform all the circumstances that
enslave human beings, many critical theories in the broader sense have been developed.
They have emerged in connection with the many social movements that identify varied
dimensions of the domination of human beings in modern societies. In both the broad and
the narrow senses, however, a critical theory provides the descriptive and normative basis
for social inquiry aimed at decreasing domination and increasing freedom in all their
forms. “Drawing from Marxist philosophy, critical theory… and knowledge generated
from through this mode of research is an ideological critique of power, privilege and
oppression in area of educational practice” (Merriam, 1998, p. 4).
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This study will seek to examine factors that have contributed to the domination of
one social group over another in institutions of higher learning.
Critical Theorists have long sought to distinguish their aims, methods, theories,
and forms of explanation from standard understandings in both the natural and the social
sciences. Instead, they have claimed that social inquiry ought to combine rather than
separate the poles of philosophy and the social sciences: explanation and understanding,
structure and agency, regularity and normativity. Such an approach, Critical Theorists
argue, permits their enterprise to be practical in a distinctively moral rather than
instrumental sense. They do not merely seek to provide the means to achieve some
independent goal, but rather seek human emancipation in circumstances of domination
and oppression. This normative task cannot be accomplished apart from the interplay
between philosophy and social science through interdisciplinary empirical social
research.
When used in the singular, a critical theory is not capitalized, even when the
theory is developed by members of the Frankfurt School in the context of their overall
project of Critical Theory. It follows from Horkheimer's (1993) definition that a critical
theory is adequate only if it meets three criteria:
It must be explanatory, practical, and normative, all at the same time. That is, it
must explain what is wrong with current social reality, identify the actors to
change it, and provide both clear norms for criticism and achievable practical
goals for social transformation. Any truly critical theory of society, as
Horkheimer further defined it in his writings as Director of the Frankfurt School's
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Institute for Social Research, has as its object human beings as producers of their
own historical form of life (Horkheimer, 1993, p. 21).
In light of the practical goal of identifying and overcoming all the circumstances
that limit human freedom, the explanatory goal could be furthered only through
interdisciplinary research that includes psychological, cultural, social dimensions, and
institutional forms.
In both the broad and the narrow senses, however, a critical theory provides the
descriptive and normative bases for social inquiry aimed at decreasing domination and
increasing freedom in all their forms. The social inquiry regarding the lack of
representation of African American faculty in community colleges seeks explanations for
this domination of those in power as well as insight into factors that will lead to
representative numbers of African American faculty. Critical theory is a mode of
research that employs an ideological critique of power, privilege, and oppression in areas
of educational practice (Merriam, 2000). More simply stated,
The intent of critical theory can be summarized with these three main points: (a)
the need to make visible the dominant social constructions and interests they
represent, (b) the need to understand and analyze societal forces and practices
with the goal of transforming them, and (c) the need to empower people to free
themselves from oppression and domination (Merriam, 2000).
This study attempts to show a dominant social construction (administrators,
policy makers, interview and hiring committees and policies), the interests they represent
(board of trustees, the president, institution, faculty, students, and community), the need
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to understand, analyze and transform forces and practices of society (entities and policies
that bear responsibility and offer explanation of under representation of African
American faculty), and the need to empower to attain freedom from dominance and
oppression (the hiring of more African American faculty). Whose interests are being
served? How do power, privilege, and oppression play out? (Merriam & Associates,
2002)
This study is based on a critical theory concept because it deals with the challenge
of power by examining current reality of traditional and current recruiting and hiring
approaches but is not participatory because it does not facilitate action among participants
during the course of the study.

Significance of the Study
Much of the current research being conducted on the low representation of
African American instructors in institutions of higher learning has been focused on
colleges and universities. Ample evidence found in articles and studies by researchers
and educators such as American Association of Colleges of Teacher Education, 1988;
Bower, 2002; Colby & Foote, 1996; Commission on Ethnic Minority Recruitment,
Retention and Training, 1997; Flannigan & Moore, 2004; Gillett-Karam, et al., 1991;
Kirkpatrick, 2001; Lankard, 1994; Liptak, 2006; Matcznski & Joseph, 1989; Murray,
1999; Perna, 2003; Simpson, 1998; Turner, 1998; Wible, 2006 and Windham, 1999, as
cited in Newby, et al., 2000, suggest that community colleges also lack representative
numbers of African American instructors in their classrooms. A look at demographics,
student body and classroom instructors in community colleges reflect under30

representation of African American instructors. Missing from the discussion is why these
community colleges lack representative numbers of African American instructors in their
classrooms. Absent is a discussion of what is being done about this under-representation.
Absent is a case study of a community college that seeks to answer some of these
questions. This study is significant because it explored phenomenon that contribute to
the lack of representative numbers of African American instructors in the classrooms of a
community college.

Limitations of the Study
The fact that the researcher is the primary instrument for data collection and
analysis could have an undesirable impact if biases are allowed to enter into the study.
Identifying, monitoring, and controlling the effects of these biases on the collection and
interpretation of data will be an ever present challenge. Destruction of dated documents
may also pose limitations on gathering data from pertinent documents from the past.

Summary
The following chapters include a review of literature, methodology, results,
summary, conclusions, and recommendations. The literature review discusses many
findings from researchers and scholars who have studied diversity in the field of
education in general and, specifically, minority representation in the area of higher
education. The methodology chapter describes the procedures used in this study. This
includes a discussion of the rationale for using the case study design, the context and
setting of the study, a description of participants, data collection methods, issues of rigor,
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ethics, and an analysis of data. The results’ chapter discusses the findings from
interviews, observations, and document analyses. The conclusions reflect inferences
drawn from the data, the summary states factors found to contribute the low percentage
of African American instructors, and the recommendations suggest ways to increase the
number of African American instructors in community colleges based upon the
revelations of the study.
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CHAPTER II
REVIEW OF THE LITERATURE

Introduction
A quick Google search using the terms higher education and diversity plan will
yield about 41 million links, most describing the work of diversity task forces and
commissions at institutions across the county. These plans often emerge in the wake of a
diversity-tinged conflict (Williams, 2006), such as the absence of minority faculty at
institutions of higher learning. The low representation of African American faculty is an
issue that many colleges and universities are addressing. Never before in history has a
society been as diverse as America is today and never before have so many different
traditions, beliefs, and values been integrated into a single culture. No longer just a black
or white issue, the classification of diverse individuals is constantly evolving to reflect
American society. Today’s diverse reality has evolved to encompass blurred boundaries
and increasing variety (Calleja, 2005).
The realities of diversity that are apparent in today’s society are reflected in the
diversity of the student bodies of our schools. While the degree of diversity that we face
today in our classrooms has increased to reflect the degree of diversity in today’s society,
diversity among the faculties has not kept pace with that of society or our student bodies.
African Americans have been absent from and underrepresented in American institutions
of higher learning since their inception. The presence of African American faculty plays a
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vital role in exposing students to the diversity that will be a part of their world beyond
their college experiences.
Studies have been undertaken to explore issues regarding the under representation
of African American faculty in institutions of higher learning. Some have resulted in
useful information that has been employed to institute changes. Others have revealed
little information and have had minimum impact on the employment of African
Americans in institutions of higher learning. During the 1950s, African Americans had a
place only in schools that were designed to educate African American students. During
the 1960s, civil rights became a major issue and much attention was paid to the
desegregation of schools. During the 1970s, schools officials reacted to the presence of
African Americans and struggled to accommodate them. During the 1980s, the shortage
of African American teachers was noted by many educators as an issue of concern. By
the early 1990s, experts in the field viewed the absence of African American teachers as a
critical issue facing teacher education. Today, the absence of African American
instructors in institutions of higher learning is a major issue in the educational arena. An
examination of literature that explores the dynamics that contribute to the absence of
African American faculty in institutions of higher learning in general and in community
colleges in particular, is the object of this study.
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Historical Perspectives

History of Higher Education in Mississippi
The history of higher education in Mississippi is an engaging one. “By the time
Mississippi was established as a territory in 1798, higher education in America had
already entered its second stage of development” (Samsing, 1990, p. 3). The primary
focus of education at that time was religious. It was not until the American Revolution
that the function of higher education in America changed (Samsing). There were only
nine colleges in America at the time of the Revolution but approximately 240 by 1850.
Almost half of those were in the South, 17 in Mississippi (Samsing).
According to Lucas’ (1966) study of public higher education in Mississippi from
1890 to 1960, many problems and issues emerged as the Mississippi legislature fashioned
a legal framework for the state’s system of higher education. “[In]…1890, a
constitutional convention assembled at the state capitol with the intention of constructing
a constitution which would insure the control of the state by the white population”
(Lucas, p. 13). An education committee was formed by this group which consisted of
twenty-seven members. Article eight of the Constitution was designed to deal primarily
with public school education.
A need for training rural teachers was recognized, and teacher institutes were
established to run one to four weeks during the summer to train teachers. Money from
the George Peabody Educational Fund and the state legislature was used to fund these
institutions, which later became known as normal schools. In 1815, Congress set aside
thirty-six sections of land in the Mississippi Territory to support seminar learning. After
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Mississippi entered into the union as a state, this land became a part of Alabama’s
territory; therefore, a different plot of land was earmarked for Mississippi’s seminary.
The legislature invested funds which were lost to a failed Planter’s Bank. However, in
1880, appropriations began again for the purpose of funding what has become known as
the University of Mississippi, located in Oxford. A board of trustees was appointed for
six-year terms by the governor in 1844, and the institution opened for its first session in
1848 (Lucas, 1966).
In 1888, the State Teachers Association pressured the legislature to provide an
institution devoted to the preparation of teachers. In 1910, the legislature created the
Mississippi Normal College. Hattiesburg, Mississippi, provided $250,000 in bonds and
840 acres of land for the location of the college which eventually became known as the
Mississippi Normal College at Hattiesburg. As the Normal College grew, so did the
demand for degrees. In 1922, permission to award the baccalaureate degree was granted.
The institution’s name was changed from Mississippi Normal College in 1924 to State
Teachers College and to Mississippi Southern College in 1940. The institution is known
today as the University of Southern Mississippi (Lucas, 1966).
“Section 207 [of Article 8 in the Constitution] stipulates that separate schools
shall be maintained for the two races” (Lucas, 1966, p. 14). The Alcorn University of
Mississippi, originally called Agricultural and Mechanical College, was the first statesupported higher education facility for Negroes in Mississippi and possibly the first Land
Grant college for Negroes in the United States (Lucas). The institution, funded by the
Morrill Act, opened in 1872 at Rodney, Mississippi. The Board of Trustees of the
36

Agricultural and Mechanical College was composed of nine members appointed by the
governor with the advice and consent of the senate for the next six-year terms. It was
stipulated that a majority of the board must be practical agriculturalists or mechanics.
The name was changed in 1878 to the Alcorn Agricultural and Mechanical College when
the white counterpart at Starkville was established (Lucas).
A failed attempt to establish a department of agriculture at the University of
Mississippi in 1871 led to the need to establish an agricultural and mechanical college for
white students. The Agricultural and Mechanical College was established in 1878 in
Starkville. The laws outlining the structure and nature of the board of trustees of the
Agricultural and Mechanical College were identical to those relating to Alcorn
Agricultural and Mechanical College. The college experienced success in enrollment,
course offerings, and the awarding of degrees that surpassed efforts of the University of
Mississippi. In addition to catalogue listings of agriculture, diary husbandry, horticulture,
biology and geology, chemistry, English, mathematics, military science and tactics, an
experiment station was also established. The legislature changed the institution’s name
to Mississippi State College in 1932 and to Mississippi State University of Agricultural
and Applied Science in 1958 (Lucas, 1966).
In 1856, Sallie Eola Reneau appealed to the United States Congress for a land
grant to finance the establishment of a state female college. Though her requests were
denied, later attempts by Annie C. Peyton succeeded in the incorporation of the Industrial
Institute and College in Columbus in 1884. The curriculum reflected the idea that
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women needed practical studies rather than a liberal arts curriculum. The name of this
institution was changed to Mississippi State College for Women in 1920 (Lucas, 1966).
Fourteen years after the creation of the state’s first teacher’s college in 1910, the
legislature approved the creation of Delta State Teachers College in Cleveland,
Mississippi, in 1924. However, it was not until 1940 that a teacher preparation institution
for Negroes was established. The Mississippi Negro Training School was located in
Jackson and was later named Jackson State College for Negro teachers (Lucas, 1966). A
second institution for Negroes was created in 1946. Initially called Mississippi
Vocational College, the name was later changed to Mississippi Valley State College. A
State Normal School at Holly Springs, later called Rust College, was opened in 1872. It
received appropriations for the legislature to engage in the education of Negro teachers.
In 1906, its buildings, fixtures, and grounds were given to the Agricultural and
Mechanical College at Starkville to be used as an experiment station because it was
deemed that the university did not offer college level work (Lucas, 1966). Tougaloo, a
private institution, received state funds for its normal school; however, the funds were
discontinued after the adoption of the Constitution of 1890 which prohibited state funds
for private schools (Lucas).
By 1960, the legislature had authorized the establishment of eight senior colleges
and the Gulf Coast Research Laboratory, which did not grant degrees. All were
accredited by the Southern Association of Colleges. Lucas’ account indicates the
inequities in the educational systems for blacks and whites had their beginnings in the
founding of these institutions. “Five institutions were operated for white students and
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three for Negroes” (Lucas, 1966, p. 139). All of the senior colleges offered majors in the
liberal arts and professional education such as law, engineering, medicine, pharmacy,
nursing, forestry, business administration and agriculture. ‘The senior colleges employed
1,212 professionally-trained people in 1960. Of full-time personnel in white institutions,
12.2% held only a bachelor’s degree, 49.9% master’s, and 37.0 doctor’s. In Negro
institutions, 22.0% held bachelor’s, 66.7% master’s, and 10.4% doctor’s degrees. In the
fall of 1960, the senior institutions enrolled 22,715 students (Lucas).
Separate institutions were maintained for the two races as was stipulated in the
constitution of 1890. This situation set the stage for later desegregation
difficulties. Indications in 1960 were that the senior colleges would eventually
adopt some form of selective admissions (Lucas, 1966, p. 144).

History of Black Colleges and Universities
“With the exception of the Negro family and the Negro church, Negro colleges
and universities are the oldest and most influential institutions in the development of the
so-called Black Experience in American life” (Chambers, 1978, p. xiv).
Refusal of white institutions of higher learning to admit African American
students to their institutions reiterated the need for establishing African American post
secondary institutions:
Historically black colleges and universities (HBCUs) were established to serve
the educational needs of black Americans.

Prior to the time of their

establishment, and for many years afterwards, blacks were generally denied
admission to traditionally white institutions. As a result, HBCUs became the
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principle means for providing postsecondary education to black Americans
(Office for Civil Rights [OCR], 1991, p. 1).
The growth of Black institutions was attributed to a merger described below:
A major factor in the growth and strengthening of the Black institutions was the
founding in 1934 of the Association of Colleges and Secondary Schools which
was a merger of the Association of Colleges for Negro Youth and the Association
of High School Education. The new body was formed at Spellman College in
Atlanta, Georgia. From 1934 until its dissolution in 1965, this Association strived
to improve education for the Black youth of the South (Southern Association of
Colleges and Schools, 1971, p. 5).
Following the Civil War, public support for higher education for black students
was reflected in the enactment of the second Morrill Act in 1890. The Act required states
with racially segregated public higher education systems to provide a land-grant
institution for black students whenever a land-grant institution was established and
restricted for white students. After the passage of the Act, public land-grant institutions
specifically for blacks were established in each of the southern and border states. As a
result, new public black institutions were founded, and a number of formerly private
black schools came under public control; eventually 16 black institutions were designated
a land-grant college. These institutions offered courses in agricultural, mechanical, and
industrial subjects, but few offered college-level course and degrees (OCR, 1991).
Since 1940, significant gains in school attendance have been recorded for the
black population. The 16th census of the United States in 1940 reported that the
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median number of school years completed by black Americans was 5.7 compared to
8.8 years for whites. Because of pervasive segregation laws at that time, only 1.2 % of
blacks had completed four or more years of college, compared to 5.4 % of native whites.
“Prior to 1945, almost 90% of all blacks in college attended historically black
colleges and universities (HBCUs), institutions located primarily in the South and
founded after the Civil War for the express purpose of educating blacks” (Willie, et al.,
1991, p. 93).
As predominantly white institutions are required to admit and graduate a greater
proportion of African American, the need for HBCUs is reduced. For more than 150
years, HBCUs have provided the best chance, and at times, the only chance, for access
to education for African American students in higher education. African American
participation in America’s majority institution in substantial numbers is a fairly new
phenomenon. As recent as twenty years ago, the majority of African Americans in
college were in HBCUs. By the 1980s, however, HBCUs seemed to be declining;
nonetheless, effective recruitment, separatist trends, and stronger academic programs
have led to resurgence in enrollments. There are 103 HBCUs, including two and fouryear colleges, representing 2.8% of the total 3688 institutions of higher education in the
U.S. In 1993, 262,856 students attended HBCUs, a 32% increase from 1982 (National
Center for Education Statistics [NCES], 1995).
Of the 1.4 million African Americans in college, 16.4% attend HBCUs. HBCUs
have a long and rich history of non-racial admissions policies and have educated
significant numbers of women, Whites, nonresident aliens, and other ethnic minorities.
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That history shows that the first treaty provision for the education of Native Americans
was an agreement in 1830 that provided scholarships for Choctaw Nation students to
attend Hampton Institute, a Negro normal school (Olivas, 1982 as cited in Taylor &
Olswang, 1999).
“Neither did HBCUs exclude admission by gender as most HBCUs have been,
from their inception, coeducational” (Taylor & Olswang, 1999, pp. 73-74).
By 1953, more than 32,000 students were enrolled in such well known private
black institutions as Fisk University, Hampton Institute, Howard University…as
well as a host of smaller black colleges located in southern and border states. In
the same year 43,000 students were enrolled in public black colleges. HBCUs
enrolled 3,200 students in graduate programs. These private and public
institutions mutually served the important mission of providing education for
teachers, ministers, lawyers, and doctors for the black population in a racially
segregated society (OCR, 1991, p. 2).
HBCUs tend to be more racially diverse than most predominately white institutions
(PWIs) and have incorporated other-race students into their campus life without the racial
conflict notable at PWIs. In 1982, Whites attending HBCUs represented about 11% of
the undergraduates, 17% of graduate students and 14% of professional schools, including
law and medicine (Hill, 1984 as cited in Taylor & Olswang, 1999). Their representation
is notably higher than that of Blacks in predominantly white institutions, which run
approximately 6% of undergraduate and 4% in graduate and professional schools.
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“Historically Black institutions have an established record of employing a racially
mixed faculty and administration, a custom that remains largely in place” (Taylor &
Olswang, 1999, p. 74). Initially, the vast majority of faculty and staff at HBCUs were
White, but as more Black academicians receive training, opportunities expanded.
During the many years that PWIs maintained strictly White faculty, HBCUs
provided a crucial harbor for the work of Black academics. Throughout the
1980s, HBCUs employed approximately 12,000 full-time faculty, and, in 1981,
26% of the faculty were White, 68% were Black, and 6 % Asian, Hispanic or
Native American (Thomas & Hill, 1987 as cited in Taylor & Olswang, 1999, p.
74).
In contrast,” at predominately White institutions, African Americans account for
3.7% of faculty” (NCES, 1995; NCES, 1997; Taylor & Olswang, pp. 73-74).

History of Court Cases on Segregation and Higher Education
One well-known attempt to integrate the segregated school system is the historic
1954 case, Brown v. Board of Education of Topeka. The Supreme Court ruled that
compulsory segregation of the races in public schools was unconstitutional, and the court
held that separate facilities for black and white students were inherently unequal. In
1955, states with segregated schools were ordered to open them to all races (Dentler,
1991; Whitman, 2004; Wilkinson, 1997; Willie, et al., 1991).

While the Brown vs.

Board of Education of Topeka case dealt specifically with desegregation of public grade
schools, segregation in higher education had been challenged over fifty years prior to this
case.
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One such challenge is seen in the case of Cumming v. Richmond County Board of
Education, 175 U. S. 528 (1899). The Court supported segregation in the Cumming v.
Richmond case by upholding a criminal conviction against a private college for teaching
Blacks together with Whites (Welch, Comer, Gruhl, Rigdon, & Gruhl, 1996, p.
516). Another example of a challenge to segregation at the higher education level is
seen in the case of Berea College v. Kentucky, 211 U.S. 45 (1908). Kentucky law forbade
the teaching of black and white students in the same classroom, and the state supreme
court upheld the statute. The U.S. Supreme Court evaded the issue of interracial
education and upheld the Kentucky law on the narrow grounds involving the right of the
state to change or amend the charter of a corporation. On October 8, 1904, the grand jury
of Madison County, Kentucky, presented in the circuit court of that county an indictment,
charging the following:
The indictment found under an act of March 22, 1904 (Ky. Acts 1904, chap. 85,
p. 181) stated:
It shall be unlawful for any person, corporation, or association of persons to
maintain or operate any college, school, or institution where persons of the white
and negro races are both received as pupils for instruction, and any person or
corporation who shall operate or maintain any such college, school, or institution
shall be fined (Schugurensky, 2007, pp. 2).
This decision reinforced and expanded the doctrine of separate but equal set forth in the
1896 Plessey v Ferguson case (163 U. S. 537).
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Still another attempt to end segregation in higher education was made in 1936 when
Charles Hamilton Houston, dean of Howard Law School, took up the case of Lloyd
Gaines, another young African American attempting to go to law school. He was denied
admission to the state law school in Columbia, Missouri, but following the doctrine of
Separate but Equal, the State offered to build a separate Black law school or pay for his
education out of state. Houston argued that Gaines’ right to equal protection under the
laws would be violated if he were not allowed to attend the only law school in Missouri.
The U. S. Supreme Court held that Missouri must provide education for all its residents,
regardless of race, and it should be done within the state (Gaines v. Canada 1938). For
the first time, the U. S. Supreme Court had ordered the admission of an African American
student to a White school (Taylor & Olswang, 1999, pp. 74-75).
Another case that illustrates the fight against segregation in the realm of higher
education prior to Brown vs. Board of Education is the Sipuel v. Board of Regents of
University of Oklahoma Case (1948) which involved a young African American woman,
Ada Sipuel, who applied for admission to the University of Oklahoma’s law school in
1946, the only state-supported institution for legal education in Oklahoma. Her
application was denied solely because of color. Lawyers argued that separating African
American students denied them access to opportunities provided to others; the law school
admitted Sipuel rather than continue the dispute.
Early in 1946, Heman Marion Sweatt also experienced discrimination when he
applied for admission to the law school of the University of Texas, which resulted in the
case of Sweatt v. Painter (1950). Rather than admit Sweatt, the state of Texas offered to
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create a separate program for African Americans. Although Sweatt was fully qualified,
he was refused admission because he was an African American (Logan & Cohen, 1967).
In the fight against segregation, a 1950 decision by the Supreme Court in
McLaurin v. Oklahoma State Regents illustrates another effort to rectify discriminatory
actions. McLaurin had been admitted to the University of Oklahoma to study for a
doctor’s degree in education because the state’s African American colleges did not offer
this type of program. The University required McLaurin to sit apart from white students
at a desk outside the classroom. He was also required to occupy a separate seat in the
library and eat at a different time in the cafeteria. The Court ruled that such restrictions
violated the equal protection clause of the Fourteenth Amendment and ordered the
university to end such practices (Logan & Cohen, 1967).
One very important legal action that affects the educational aspirations and
achievements of African Americans and other minorities since the 1954 Brown decision
has been the recent decision in Adams v. Richardson (1973).
Having become a mandate, the Adams decision is especially important to the
welfare of [African]…Americans because it seeks to: (1) increase black and
minority access to higher education in those states that formerly operated dual
systems of higher education; (2) formulate policies to insure that the participation
and completion rates for blacks increase at all levels of higher education; and (3)
strengthen and enhance historically black colleges so that they can become full
partners in the delivery of educational services to their states, region, and the
nation (Haynes, 1981, p. 328).
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History of Community Colleges in Mississippi
Community colleges in America are extremely important in providing education
to the masses of people who would otherwise not have an opportunity to attend college.
The American community college dates from the early years of the twentieth
century. Among the social forces that contributed to its rise, most prominent were
the need for workers trained to operate at the nation’s expanding industries; the
lengthened period of adolescence, which mandated custodial care of the young for
a longer time; and the drive for social equality, which supposedly would be
enhanced if more people had access to higher education (Cohen & Brawer, 2003,
p. 1).
The idea of community colleges, junior colleges as they were first called, began
as early as 1851 when Henry Tappan, president of the University of Michigan, along with
William Mitchell in 1859, followed by Folwell in 1869, proposed that junior colleges be
instituted to relieve the university of the burden of providing general education for young
people (Cohen & Brawer, 2003). After community colleges were accepted as an
important part of the American educational system, those that served African Americans
faced inequity problems that separated white facilities from those of African Americans.
Inadequate and unequal funding of African American institutions and African American
instructors is also acknowledged by one of Mississippi’s former university presidents,
Lucas (1966), who studied the role of the Mississippi Legislature in Mississippi’s higher
education system in 1890-1960.
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Mississippi was one of the first states to develop a system of junior colleges. In
fact, interest in education was manifest in the Mississippi territory even before the state
was admitted into the Union. In 1802, Jefferson College (now Jefferson Military College)
Washington, Mississippi, (near Natchez) was the first public-sponsored college in the old
Southwest (Broom, 1954).
In 1908 the Mississippi legislature authorized the establishment of county
agricultural high schools, which were to be boarding schools and were to emphasize the
teaching of agriculture and home economics in keeping with the agrarian interests of the
state (Lucas, 1966).
Many students did not live in areas close to these high schools, so they became
boarders. As school consolidations took place and improvements in transportation
occurred, many students remained at home to complete their high school education at
nearby or neighborhood schools (Broom, 1954).
Dormitories that had been previously used by students seeking high school
diplomas became vacant. Some superintendents used these boarding facilities,
dormitories, to house students as they established agricultural high school-junior colleges.
As early as 1922 the legislature passed an act permitting the addition of work of
junior college grade to municipal separate district high schools or agricultural high
schools. “Even though the 1922 law was the first to approve the establishing of junior
colleges, Knox M. Broom, state supervisor of junior colleges, considered a 1928 statue
as the real cornerstone of Mississippi public junior colleges” (Lucas, 1966, p. 120).
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In 1928, the regular session of the Mississippi legislature enacted a law
authorizing the establishment of public junior colleges which states that “junior colleges
[will] consist of the work of the freshman and sophomore years [and] shall be organized
for the purpose of providing such courses as will make the studies of the Agricultural
High School and Junior Colleges a connected and correlated whole, a complete unit of
educational work” (Section 308 from Senate Bill No. 131 as cited in Broom, 1954, p.
10).
By 1934 some junior colleges had become interested in devoting full efforts to
collegiate offerings and desired to abolish the agricultural high schools. The capstone of
legislation forming the legal bases for operating public junior colleges in Mississippi
came in 1950. This act gave enlarged powers to the junior colleges commission which
undertook the task of guiding the orderly development of junior colleges in the state. The
junior college system was comprised of seventeen institutions with three of these for
Negroes (Lucas, 1966). Throughout the nation, in city after city, as community colleges
opened their doors, the percentage of students beginning college expanded dramatically.
During the 1950s and 1960s, whenever a community college was established, there was
an increase of local high school graduates who began college immediately, sometimes by
as much as 50% (Cohen & Brawer, 2003). “Disparities in teachers’ salaries existed in
those newly-formed public junior colleges which employed 505 instructors in 1960.
Salaries for white teachers averaged $4,078 and Negroes $3,700” (Lucas, pp. 141).
Up to this point, there was little uniformity in the organization and operation of
junior colleges. Authorization was granted for several districts to unite in support and
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control of the junior college. This joint effort, which eventually became a commission,
brought some degree of organization, uniformity, and classification guidelines.
To be classified as a junior college, certain enrollments were reviewed. By 1934
some junior colleges had become interested in devoting full efforts to collegiate offerings
and desired to abolish the agricultural high schools. The capstone of legislation forming
the legal bases for operating public junior colleges in Mississippi came in 1950. This act
gave enlarged powers to the junior colleges commission (Lucas, 1966).
This commission undertook the task of guiding the orderly development of junior
colleges in the state. The junior college system was comprised of seventeen institutions
with three of these for African Americans.
The junior colleges provided college parallel programs, as well as terminal
programs such as drafting, nursing, and electronics. Vocational courses such as
barbering, automobile repair, and machine shop were offered. ... The public junior
colleges employed 505 instructors in 1960. Salaries for white teachers averaged
$4,078 and Negroes $3,700 (Lucas, 1966, p. 141-143).
The development of community colleges should be placed in the context of the
growth of all higher education in the twentieth century. As secondary school enrollments
expanded rapidly in the early 1900s, the demand for access to college grew apace. “The
percentage of those graduating from high school grew from 30% in 1924 to 75% by
1960, and 60% of the high school graduates entered college in the latter year” (Cohen &
Brawer, 2003, pp. 5-6).
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History of Minerva Community College
Minerva Community College (MCC) is an urban campus located in the southeast
region of Mississippi in Lydia County. The urban city of Minerva in which the
community college is located has a population of approximately 40,000. The
Community College was founded in 1937 as the 13th and 14th grades at Minerva High
School and was originally called Minerva Municipal Junior College (Young & Ewing,
1978).
MCC is the only one of Mississippi’s 15 public community colleges to originate
through the initiative of a local school system. MCC began as the vision of Dr. H. M.
Allen (1884-1977), superintendent of the Minerva Separate School District in the 1930s.
The college, then known as Minerva Junior College, opened at Minerva High School and
remained there until 1964 when the College moved to its present location, a seventy-two
acre campus located a short distance from downtown Minerva and next to the campus of
Shiloh State University’s Minerva Campus. In 1970, the College merged with the
historically black T. J. Henley Junior College as a result of a federal court order to the
Minerva Municipal Separate School System. More than 400 students joined the MJC
campus from Henley that year. MCC made its final break with Minerva Public schools
by establishing its own district and the Board of Trustees in 1980. On the College’s 50th
anniversary, its name was changed to Minerva Community College to more accurately
reflect the diversity of opportunities it provides for a growing community school. The
campus serves approximately 4,500 students with a faculty of 230. MCC’s mission is
stated as follows:
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The mission of Minerva Community College is to improve the quality of life in
our community through excellence in teaching, diverse learning opportunities and
services, and visionary leadership. Minerva Community College does not
discriminate on the basis of race, color, national origin, sex, disability, religion,
or age in the admission or access to, or treatment or employment in its programs
and activities. Compliance with Section 504 and Title IX is coordinated by the
dean of student services (MCC 2006-2007 Catalog).
This school features the urban setting, large town (10,000 - 49,999) and commuter
campus located 90 miles from Jackson, the state capital. Out of the 4,500 students
served by this campus, approximately 1,700 of the students are Black. (MCC
Unduplicated Count, 2006). From the total number of 230 faculty members at MCC, 27
are Black (Day, 2007).

Studies and Statistics
A number of studies have been done to explore the effects of achieving faculty
and student diversity (Banks & Butt, 1997; Bower, 2002; Choo, Austin, & Renshaw,
2007; Futrell, 1999; Gurin, et al., 2002; Price & Wohlford, 2005; Rettig & Khodavandi,
2005). Many of these studies link diversity to positive educational outcomes in higher
education. The impact of diversity on social and personal growth, civic responsibility and
academic growth is enormous. Educators and researchers identify and address the effects
of the lack of diversity among faculty in our institutions of higher learning through
qualitative and quantitative studies, open forums, town hall meetings, diversity
committees, departments of diversity and various other initiatives. They acknowledge
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the difficulty of addressing and solving the problems of diversity when serious attempts
to look and act beyond the rhetoric fail:
Finding equality in egalitarian systems is not as simple as one would imagine, and
only by confronting those concepts that have become bywords of politicians and
educators can we gain some insight into the enormity of the dilemma that
confronts researchers on cultural diversity and its impact on American
institutions (Gillett-Karam, et al., 1991, p. xii).
According to Eduardo Padron (1999), president of Miami-Dade Community
College:
The real challenge of education is to accomplish a transformation from the onedimensional theory to the richness of understanding and experience. Nowhere is
this transformation more pressing than in the realm of multicultural understanding
and diversity training…Faculty and staff are … critical to this process.
Assembling a diverse faculty and staff is a necessary component in exposing
students to the expanding perspectives that affect their world. A national survey
by the American Association of Community Colleges in 1997 identified 52% of
community college mission statements make explicit reference to the priority of
diversity. Despite the growing opposition to affirmative action, the association
released a sweeping statement of inclusion in 1997, concluding that ‘diversity is
crucial to a democratic society. (pp. 1-2)
From the standpoint of students and their perspectives on the effects of a diverse
faculty on learning and understanding, College Board research intern Shaw’s (2005)
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research report entitled Researching the Educational Benefits of Diversity discusses the
benefits of diversity among students in the classroom. Her research led to a study that
was done by Kurlaender and Yun (2007) which involved twelfth graders who had
attended a public school that was considered extremely diverse. The study found that
students consistently indicated a high degree of comfort in living and working with
individuals from different racial/ethnic backgrounds, felt well prepared for functioning as
adults in a very diverse community, and reported that their school experiences increased
their level of understanding of points of view different from their own. They also said
they felt prepared to work at job settings with people who are different from themselves.
Shaw’s findings were similar. While the focus of this study is on the benefits of a
diverse student population, students benefit in much the same way from a diverse faculty.
Minority students, minority teachers, nor minority administrators in American
community colleges are represented in numbers equivalent to those in the general
population (Gillett-Karam, et al., 1991). As the United States becomes increasingly
diverse and as the earning gap between college and high school-educated workers
continues to increase, there is a critical need for researchers and policymakers to address
the persisting racial/ethnic disparities in educational attainment (Kurlaender & Flores,
2005).

Data from various studies show the disparities between the number of minority

faculty and the number of non-minority faculty in institutions of higher learning.
Over the last half-century, the U. S. educational system grew significantly, which
coincided with dramatic demographic changes: 25 years ago, 74% of the school-age
population was white, 15% African American, 9% Latino, and 2% Asian. In 2000,
54

whites were 63% of the population, Latinos 16%, African Americans 15%, and Asians
4% (Yun & Kurlaender, 2005).
The findings differ from study to study as a result of varied data collection
procedures, the varied goals of the studies for which the data is collected and the
interpretation of the data. Community college instructors are underrepresented in spite
of the increase of African American population. Roughly 6.2 % of 109,957 community
college faculty are black, and black faculty constitute roughly 5.2 % of the overall faculty
population in higher education (Manzo, 2000).
Data from studies conducted by from Harvard Graduate School of Education, by
the U. S. Department of Education ( 2002) note the following:
Women currently represent 37% of the full-time faculty compared with 23% in
the early 1970s.

Although this represents a very substantial gain nationwide,

women constitute only 25% of the full-time faculty at research universities versus
10% in 1970. Faculty of color remain a very small part of the professoriate.
Whites comprised 95% of all faculty members in 1972 and 83% in 1997. Most
of the growth in minority participation has been by Asian Americans, from 2.2%
in 1975 to 4.5% in 1997. The percentage of African American faculty members
at all levels has been remarkably stagnant-4.4% in 1975 and 5% in 1997-and
almost half of all black faculty members teach at historically black colleges. The
increase in Hispanic faculty has also been slow: 1.4% in 1975 to 2.8% in 1997
(U.S. Department of Education, 1998; 2002, p. 1).
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Statistics show that there are over 1,200 American community colleges-90% of
them are headed by White men; and almost 90% of their faculties are also White (GillettKaram, et al., 1991).
Results from a 1993 National Study of Postsecondary Faculty reveal that there
were approximately 275,000 instructional faculty and staff members at the nation's public
two-year colleges during the fall of 1992. This group represents 30% of the total
instructional faculty and staff employed by colleges and universities nationwide.
Teaching was the primary responsibility of most instructional faculty and staff in public
two-year colleges. Of the 255,000 instructional faculty and staff in public two-year
colleges whose primary responsibility was teaching for credit during the fall of 1992,
38% were employed full time and 62% were employed part time. Gurin, et al. (2002)
discuss diversity and higher education. They explore the relationship between students’
experiences with diverse peers in college and university settings and their educational
outcomes. “The results of their analyses underscore the educational and civic importance
of informal interaction among different racial and ethnic groups during the college years”
(p. 1). They also note how important affirmative action and diversity efforts are to
academic and social growth. Their study provides a theory of how diversity can be
linked to educational outcomes, which they tested by using national data and data from
the University of Michigan, a university that has faced legal challenges of affirmative
action. Studying a university that has actually undergone the rigors of affirmative action
challenge and actual experiences with diversity issues gives authenticity to the study.
Gurin, et al. examine many different court cases and rulings on integration and diversity
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as a basis for their assessments and conclusions. They found that students are at a critical
developmental stage during their college years; therefore, learning about diversity and
democracy is essential to acquiring desired adult behavior. Interaction with diverse peers
and instructors fosters a learning environment that encourages critical thinking and
intellectual interactions. Students learn from each other in and out of the classroom.
Since education is the basis of democracy, experiences with a diverse population help
foster the ideals of a democracy. Gurin, et al. acknowledge that many different studies
have been conducted on diversity and higher education; however, similar results have
been found that show a wide variety of individual, institutional, and societal benefits.

Importance Faculty Diversity
Gurin, et al. (2002) discuss diversity and higher education and explore the
relationship between students’ experiences with diverse peers in college and university
settings on educational outcomes. “The results of their analyses underscore the
educational and civic importance of informal interaction among different racial and
ethnic groups during the college years” Gurin, et al., p. 1). They also note how important
affirmative action and diversity efforts are to academic and social growth. Their study
provides a theory of how diversity can be linked to educational outcomes. They test this
theory using national data and data from the University of Michigan, a university that has
faced legal challenges of affirmative action. Studying a university that has undergone the
rigors of affirmative action challenges and actual experiences with diversity issues gives
authenticity to the findings.
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Gurin, et al. (2002) examine many different court cases and rulings on integration
and diversity as a basis for their assessments and conclusions. They found that since
students are at a critical developmental stage during their college years, learning about
diversity and democracy is essential to desired adult behavior. Interaction with diverse
peers and instructors fosters a learning environment that encourages critical thinking and
intellectual interactions. Students learn from each other in and out of the classroom.
Because education is considered the basis of democracy, educational experiences within a
diverse population helps foster the ideals of a democracy. Gurin, et al. also acknowledge
many different studies that have been conducted regarding the effects of diversity on
higher education, which indicate diversity experiences result in a variety of individual,
institutional, and societal benefits, both monetary and non monetary.
Serving as role models, the presence of African American teachers gives students
of color hope that they too can grow up to occupy responsible positions in our society.
Role models and mentors play a crucial part in professional development, and many
students select faculty members as role models. Good mentors and role models can help
students reach their fullest potential. Community college students need mentors and role
models who can demonstrate successful strategies to overcome barriers and achieve
success. Mentors are most effective when they share common experiences and
characteristics with the students they are assisting (Lovell, et al., 2002).
White students can also benefit from a racially and ethnically diverse teaching
force. Seeing African Americans in professional roles, white youngsters are helped to
dispel myths of racial inferiority and incompetence that many have come to internalize
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about people of color (Villegas & Clewell, 1998 as cited in Newby, et al., 2000).
Students need to learn to interact with people of all backgrounds on all levels. It is
“essential to create a profession that is representative of society as a whole to avoid
having a teaching force composed primarily of people from majority backgrounds
teaching students from predominantly minority groups” (Piercynski, Matranga, & Peltier,
1997 as cited in Lovell, et al., 2002, p. 205). Both white students and African American
students need to experience diverse faculty interactions as they prepare to take their
places in a democratic society as productive citizens. A teaching force that is
representative of society as a whole helps students transcend barriers presented when
interacting with people who are different (Lovell, et al., 2002).
Providing a diverse faculty and a multicultural environment can help to make the
transition from the student world to the adult world less difficult. African American
faculty members help both other faculty and students rethink their prejudicial thoughts
and feelings about the capabilities of minorities, thus improving the organizational
climate of their institutions and subsequent environments (Lovell, et al.). Failure to
expose students to a diverse setting during their college years inhibits their ability to meet
the challenges of dealing with diversity in their immediate surroundings and those that
await them later in life. Students need to learn how to work with, for, and beside people
of all backgrounds.
[It is] essential to create a profession that is representative of society as a whole to
avoid having a teaching force composed primarily of people from majority
backgrounds teaching students from predominantly minority groups. Minority
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teachers are important… because they (a) serve as role models for minority and
majority students, (b) may be better able to meet the learning needs of minority
students, and (c) are often bilingual (especially in the Hispanic populace) and can
help students transcend language barriers (Piercynski, et al., 1997 as cited in
Lovell, et al., pp. 1-2).
Engblom (2003) reports that a group called The Consortium for a Strong Minority
Presence at St. Olaf College in Northfield, MN, believes that the presence of minority
faculty has a twofold effect: “It provides greater diversity of experience and perspective
within the faculty and in the curriculum; and second; minority faculty provide the
necessary role models, especially for minority students” (p. 1).
According to Alger (1997), racial diversity enhances interaction among people of
different races on and off campus, it improves communications and understanding among
individuals of different races, it allows people to discover how much they have in
common, thus reducing prejudices, and it provides an opportunity for people of different
races to discover that their political beliefs or interests can provide a common ground for
fostering understanding and interaction (as cited in Lovell, Alexander, & Kirkpatrick,
2002). “There are over 1,200 American community colleges-90% of them are headed by
white men; and almost 90% of their faculties are also White” (Gillett-Karam, et al., 1991,
p. 3). This research study examines factors that contribute to the understanding of the
under-representation of African American instructors in community colleges.
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Identifying the Problem and the Need
Many articles and studies by educators and researchers address the problem of a
lack of and the need for African American instructors in institutions of higher learning.
This issue has been addressed by Alger, 1998; Bogen and Orfield (2005); Brown, 2004;
Calleja, 2005; Futrell, 1999; Gurin, et al., 2002; Smith & Moreno, 2006, and Wilkerson,
1997. These studies indicate a diverse faculty is essential to a pluralistic and progressive
campus. Where student bodies are made up of numerous ethnic, religious, and cultural
groups, teachers and administrators need to be diverse as well (Gillett-Karam, et al.,
1991).

More recent data from the National Center for Educational Statistics show that

from a total of 1,174,831 faculty in the U. S., 65,999 are Black, non-Hispanic (NCES,
2005).
Some studies document the problem and the need for African American faculty in
institutions of higher learning as being important because of the obstacles that African
American students face as they select careers and make decisions concerning graduate
school. Only eight percent of teachers are African American and three percent Latino
while a third of the students belong to a minority group. Many curriculums remain
rigidly eurocentric, fellowships are reduced, and few role models or mentors offer advice
and encouragement to minority students. Supportive mentoring programs are essential in
preparing minority students to meet the rigors of continuing their education.
According to a study by Williams (1991), Executive Vice President of the
National Action Council for Minorities in Engineering,
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Most African-Americana college-bound students have an exceedingly slim chance
of being taught by a Black professor. According to the American Council on
Education, over 80% of African American college-going students now attend
majority colleges. African American faculty are largely invisible in these
institutions (p.1).
Blackwell, a noted sociology professor at the University of Massachusetts-Boston
states: “Those institutions that had Black faculty did a far better job of recruiting,
enrolling and graduating Black students than those that had few or none. African
American students need to see African Americans in leadership positions and to
experience positive Black role models” (as cited in Williams, 1991, p. 2).
The problem of diversity is not just limited to faculty in institutions of higher
learning; lack of diversity is also seen on the administrative level as Evelyn and Kennedy
(2000) point out in “Diversity Deferred in AACC Presidential Choice.” After an
extensive search for a new president, the American Association of Community Colleges
announced its choice for the organization’s top spot. It was not a man or woman of color.
Some had predicted that a minority would be selected to serve, but this did not happen.
Questions of the best candidate for the job and the right time and right campus climate
were concerns of many. Diversity at every level of education is important for the
advancement of educational goals.

Importance of Diversity
“Access to postsecondary education represents the gateway to individual
opportunity and the vehicle for expanding social benefits such as long-term economic
62

growth, a healthier population, and increased civic participation” (Price & Wohlford,
2005, p. 59). Access to a diverse faculty provides a way to enhance the richness of the
opportunities that an education offers. “For the United States, expanding access to
higher education has been an explicit priority since the passage of the Higher Education
Act in 1965” (Price & Wohlford, p. 59). Providing diversity in the attainment of an
education is also a priority. A survey of undergraduate and graduate students at U. S.
colleges and universities who take classes from African American professors reveals that
faculty diversity is valued by both minority and non minority students. The survey was a
part of a corporate and academic-led effort designed to increase minority representation
among business professors. The results of this survey showed that 96% of minority
respondents believed that minority professors were having a positive impact on their
education. Eighty-three percent of non-minority students felt that minority professors
were having an impact on their education. Eighty-eight percent of minority students felt
that minority professors were positively impacting career decisions, and sixty-nine
percent of non-minority students felt the positive impact on their career decisions.
Penfield (1994) conducted a study at the MIT Department of Electrical
Engineering and Computer Science Department that looked at differences among racial
ethnic groups in the field of engineering. He says “the term diversity is used today to
describe an environment that welcomes people of many races, religions, genders, national
origins, sexual orientations, cultural backgrounds, classes, or perhaps other kinds of
differences” (p. 1).
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Penfield (1994) identifies three benefits of diversity. The first is the presence of
role models. He says that students think of faculty as successful professionals; therefore,
it is important that faculty include women and people from minority groups to provide
role models or existence proofs. He also discusses an enriched intellectual environment
is also a benefit of diversity. Women and minority faculty members bring a different
perspective on engineering to the department that most white males do not possess.
Different attitudes and styles should be represented in teaching and in research programs.
A student’s education is incomplete without them. Penfield notes a third benefit of
diversity is improved counseling and mentoring:
The functions of our faculty include formal counseling, informal mentoring, and
research guidance. Although our women and minority students can generally be
mentored and advised satisfactorily by white male faculty, there are two potential
problems. First, faculty counselors, mentors, and research supervisors should be
sensitive to the needs of a broad spectrum of students; collegial interactions with a
similarly broad faculty can help all … faculty appreciate such needs. Second, all
students may, especially at a time of personal crisis, have a greater than average
need for help from people with whom they can identify; only a diverse faculty can
serve that role for a diverse student body (pp. 12-15).
Among studies that support and encourage the recruiting of minority students into
the teaching profession is Encouraging and recruiting students of color to teach by
Newby, et al. (2000). They note a tremendous increase in diversity in American
classrooms that precipitates a need to expand the number of teachers of color, a trend
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acknowledged by many experts in the field of education. Students of the 21st century will
come from more diverse cultures and backgrounds than ever before. Though there is an
increase in the number of diverse students, the number of teachers of color will decline
by the year 2005, according to Kauffman (1988). This prediction has proven to be a fact
in view of the present decline in the number of teachers of color as noted by previous
studies and statistics.
Many studies show instructor diversity and course content to be important. A
study conducted by Piland, et al. (1999) involved 434 students enrolled in seven
community colleges in southern California. The researchers were interested in the
students’ learning experiences in courses that presented multicultural and diversity
content. An overwhelming response regarding values indicated a new respect for people
with different values, lifestyles and cultures. Students reported that they learned more
about diversity and developed the ability to see different points of view, something that
they had not previously considered.

Difficulties in Establishing a Diverse Faculty
Reasons given for the lack of diversity among faculty at institutions of higher
learning range from inadequate pools to select from to inability to compete with salaries
in the business world/non academic world. Stassun (2005) addresses the issue of
insufficient numbers of minority graduates from which to select.
One myth or misconception regarding the absence of minorities in graduate
programs of all disciplines is that there are not any minority students to admit to these
programs. The problem here is that those who look, if any do, look in the wrong places
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to yield positive results. Minority students can be found in minority serving institutions.
Historically black colleges and universities are filled with minority students (Strassun,
2005).
Another issue addressed by Stassun’s study is the atmosphere many minority
students encounter. She notes that often programs appear too difficult, or there are no
incentives to steer minority students toward these [physics or sciences] fields. There can
be no pool of candidates for graduate programs if undergraduate candidates are not
supported and encouraged. If the pipeline has nothing in it, the pool of available diverse
faculty will not increase.
Collison (2000) addresses the problem of competitive salaries that lure
prospective minority candidates to other professions. According to Collison’s study of
African American graduates’ job searches, many African American who earn graduate
degrees are being offered opportunities in other fields, including public school systems,
that pay more than positions in higher education. One student stated, “People who go on
to get a Ph.D. in education ‘can’t find starting salaries equal to our own debt. Students
who have earned MBAs are getting signing bonuses while education majors are
competing with adjunct faculty” (Collison, p. 2-3).

Efforts to Address Scarcity of African American Instructors
One way the American Council on Education (1998) has chosen to deal with the
diversity problem is to adopt a diversity statement. The Council acknowledges the fact
that colleges and universities differ in size, location, course and degree offerings,
allegiance, and mission in order to better serve the needs of our democratic society.
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However, in order for institutions of higher learning to fulfill their mission of providing a
quality education, diversity should be one of the many factors considered in admissions
and hiring. The Council gives several reasons for making diversity a major consideration
in admissions and hiring. First, it enriches the education experience. Students learn from
those whose experiences, beliefs, and perspectives are different from our own, and these
lessons can be taught best in a richly diverse, intellectual and a social environment.
Secondly, it promotes personal growth and a healthy society. Diversity challenges
stereotyped perspectives, encourages critical thinking, and helps students learn to
communicate effectively with people of varied backgrounds. As a result of personal
growth, communities and the workplace are strengthened. Education within a diverse
setting prepares students to become good citizens, fosters mutual respect and teamwork,
and helps build communities whose members are judged by the quality of their character
and their contributions. Third, it enhances America’s economic competitiveness.
Competitiveness is key to sustaining the nation’s prosperity in the twenty-first century
and will require us to make effective use of the talents and abilities of all our citizens in
work settings that bring together individuals from diverse backgrounds and cultures
(Chenoweth, 1998).
Alger (1998), Senior Counsel of American Association of University Professors,
suggests that the first priority in recruiting and promoting minority faculty should be to
play fair. He observed deans and affirmative action officers who expressed
disappointment that their faculties often create the highest hurdles for minority faculty
recruitment and retention. School officials are concerned that rules are fair and are being
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fairly applied in evaluating candidates for appointment and/or promotion. Search
committees should be given the training and resources needed to evaluate candidates.
When choosing mentors for new faculty, it is important to consider the commonalities
between individuals to be mentored and the mentor. Clear definitions of merit should be
understood. Ethnic studies that include minority perspectives may not be considered
mainstream courses, so those who teach them may be given less credit and recognition
(pp. 1-2). These unfair practices do not send a welcoming message to minorities.
According to Knight (1997), the University of the Pacific initiated a qualitative
study to determine how to increase the number of its faculty members from
underrepresented groups, including African Americans, Latinos(as), Asian Americans,
Pacific Islanders, and Native Americans. They began with an evaluation of their hiring
efforts in an attempt to gather information that would aid in refining recruitment and
retention strategies for faculty of color. Their goals were to increase the diversity and
academic quality of the members of the University community; to expand the
commitment of diversity to the student body, faculty, and staff; and to develop guidelines
to enrich the candidate pool with more faculty of color. The results of the study revealed
four variables that influence the success of faculty of color: individual characteristics,
interpersonal skills, family background, and institutional supports or/barriers.
Perseverance, tenacity, and self-confidence were individual attributes that affected the
likelihood of success.
A Consortium for a Strong Minority Presence is an initiative that has developed
programs to meet the challenges of under-representation of minority scholars in the
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faculties of liberal arts colleges. This group is committed to hiring diverse faculties and
aims to assist minority faculty members in the early stages of their career and to produce
a pool of minority faculty who will have firsthand experience teaching at a liberal arts
college. This program is intended to allow access to a pool of candidates from underrepresented populations who have expressed interest in a teaching career at liberal arts
colleges. It will also increase visibility among underrepresented communities (Engblom,
2003).
Owens, Reis and Hall (1884) quoted in Colby and Foote (1996) suggest strategies
for recruiting and retaining African American faculty. Among their suggestions are the
following:
Keep an open mind in evaluating the credentials of minority candidates,
including minority professional from the service area on search committees,
and utilize minority media in recruitment campaigns, and making use of
partnerships with business and industry to seek out potential candidates (p. 2).
Colby and Foote (1996) continue to quote Owens, et al. as they note how essential
it is to devote resources to the retention of minority faculty. Orientation, assistance with
community, college, and campus resources; scheduling activities that include all faculty;
and involving African American faculty in decision-making processes of the institution
are suggested retention strategies.
The College of Saint Rose and University of Albany held a Dreaming of Teachers
conference in an effort to encourage high school students to pursue a teaching degree.
Due to the expected shortage of teachers of color and the increasing diversity of the
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student body, efforts are being made to inspire students to choose a career in the
classroom. Director and research assistant of the project on Faculty Appointments at
Harvard Graduate School of Education observe that self-reform on the part of colleges
and universities to increase the number of minority faculty has not worked. They suggest
taking a closer look at the tenure policies and examine their effectiveness in securing a
diverse faculty. They also suggest the following:
The distribution of a junior faculty survey every three to four years that gauges
the satisfaction level across the spectrum of top-ranked research universities and
liberal arts colleges to assess professional factors that enable productive,
successful, and satisfying careers The possibility of sparking competition among
universities to present themselves as ‘great places to work’ may enhance faculty
recruitment efforts (Trower & Chair, 2002, pp. 10-11).
Though the focus of this study is the absence of African American instructors in
the community college setting, a shortage of African American teachers also exists in
public elementary and secondary schools, which impacts the problem of few African
American teachers in higher education. Recruitment programs have been implemented to
help alleviate the shortage of African American teachers. Teach for America, an
alternative-route teacher recruitment program, has become involved in the recruitment of
African American teachers and has had some noteworthy accomplishments, as discussed
by Gursky (2002), a contributing editor for American Teacher. Gursky states the
following:
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By far the biggest source of minority teachers, especially in the South, are
minority-serving institutions (MSIs)—historically black colleges and universities,
tribal colleges, and Hispanic-serving institutions. According to the Alliance for
Equity in Higher Education, a coalition of MSIs, these institutions award close to
half of the bachelor’s degrees in education earned by African Americans and
Latinos and 12% earned by Native Americans (p. 1).
One major challenge that these institutions face is inadequate funding. They
[MSIs] are under scrutiny because of low pass rates on teacher licensing exams. If
funding is tied to pass rates as the new amendments to Title II of the Higher Education
Act propose, preparing students to pass these tests will become more difficult.
Other programs that have become instrumental in providing alternative training
for teachers are Pathways to Teaching, aimed at helping non-teaching school staff make
the transition to the classroom, Recruiting New Teachers, a Massachusetts-based
nonprofit organization devoted to improving teacher recruitment policies and practices,
Teacher Education Advocacy Center (TEAC), and Teacher Recruitment for Urban
Schools for Tomorrow (TRUST). Many of the teachers who are products of these
recruiting programs have experienced much success in their new professions and
matriculate to institutions of higher learning.
In 1994, the Eleventh Circuit Court of Appeals ordered the State of Alabama to
“take specific action to recruit African American faculty and administrators and to
change funding formulas to enhance support for the less well prepared and poorer
segments of Alabama’s undergraduate population who are primarily Black”(Taylor &
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Olswang, 1999, p. 76). Volunteer integration in Louisiana resulted in no significant
change in enrollments. In 1974, the United States brought suit for failure to desegregate.
After six years, a decree was entered which included requirements to recruit other race
students and faculty and begin to diminish gross funding inequities. Faculty recruitment
and graduate level scholarships designed to attract other-race candidates have not done so
(Taylor & Olswang). Mississippi’s new admissions requirement, without a phase-in
period for preparation, appears to place the burden of desegregation on Black students
and HBCUs, leaving PWIs to operate status quo. If a goal of desegregation is to increase
African American involvement in higher education, Mississippi with court sanction
appears to be moving in the opposite direction.
Futrell (1999), Chair of the Holmes Network and Dean of the Graduate School of
Education in Washington, D. C., places the responsibility of recruiting minority teachers
on the shoulders of educational leaders. Futrell says that educational leaders must first
understand the complex roots of the problem. She continues:
It is essential for all teachers to have the knowledge, skills, and training to
successfully teach diverse student populations, but it is equally important for all
students to have the opportunity to be taught by teachers who reflect their
diversity.… Minority educators enhance our students’ understanding of the
intellectual, social, political, and economic complexity of our democratic society
(p. 30).
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The race and background of students’ teachers tell them something about
authority and power in contemporary America. This influences their attitudes toward
school, their

academic accomplishments, and their views of their own and others’

intrinsic worth. African American teachers are very important; however, the ranks are
shrinking because

fewer are entering teacher education programs, others are lured to

other professions because of increased benefits and salaries, and many are retiring.
Among the early rooted problems of recruitment of African American teachers identified
by Futrell (1999) is a lack of academic preparation during the years prior to college. This
sometimes occurs because students are not encouraged to do well at home or at school.
Poverty along with low expectations also prevents students from doing their best
academically. A lack of early academic preparation robs the pool of potential teachers
before they reach college. The costs of becoming a teacher, career incentives from other
professions, and lack of appreciation for the seriousness of the shortage are also factors
that contribute to poor interest in the teaching profession. Futrell says that educational
leaders must offer prospective teachers strong academic programs at elementary levels,
outreach programs for middle and high school students, exposure for first-generation
college students through workshops and practicums and partnerships with school districts
to identify potential teachers, funds for tuition, and increase in salaries to make them
more competitive.
Brown’s (2004) approach to the problem of diversity addresses the implementation
of effective diversity policies in the institutions. He believes policies of diversity should
be reflected in every aspect of campus life from admission to graduation. Brown says
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that fairness must be practiced in admissions to institutions, in admissions to and delivery
of educational programs, and in the day-to- day operations and interactions with all
students and teachers. This point not only addresses the issue of fairness in attracting and
keeping students of color, but also points to the necessity of treating faculty of color
fairly.
Pierzynski, et al. (1997) report that the proportion of minority students in public
school classrooms in the United States has been climbing steadily while the minority
teacher population has remained static or has dropped. These educators note that it is
possible and likely that many students will complete high school without ever having had
a teacher from a minority group:
Minority teachers are important…because they (a) serve as role models for
minority and majority students, (b) may be better able to meet the learning needs
of minority students, and (c) are often bilingual (especially in the Hispanic
populace) and can help students transcend language barriers (pp. 1-2).
These educators report that in Nevada, the legislature passed AB 751 in 1001,
which appropriated $300,000 to the state department of education to assist school
districts in the recruitment of minority teachers. A qualitative study gathered information
from minority teacher interviews about why they chose to teach in a rural community.
This study provided information to policymakers and school administrators to help them
understand the importance of minority teacher recruitment. They found that previous
teachers had served as role models and family members had influenced them. They had
sought information themselves about rural teaching opportunities and were not motivated
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by money to remain but by opportunities to pursue advanced degrees, administrative
support, stimulating working environment, and respect.
California State University led the state system in the hiring of minority faculty in
2002. A study showed that out of 57 appointments, 31.6% were Asian, 7% were
African American, and 12.3% were Hispanic. This represented 50.9% of the total faculty
appointments in 2002.
President James Rosser commented: “The talented educators bring with them a
wealth of experience and broad perspectives, benefiting our students and bringing
prestige to our campus” (Cal State Los Angeles Leads State System in Hiring of Minority
Faculty, 2003, p. 1).
According to Knight (2003), provost at the University of the Pacific, and Sadao
(2003), assistant principal of Stockton Unified School District, effective strategies for
recruiting begins with making recruitment and retention of faculty of color a priority in
an institution’s strategic plan. All efforts must be directed toward developing guidelines
to enrich the pool of candidates. Revision of administrative recruitment policies may be
necessary after the search selection process has been assessed. Knight and Sadao believe
that in order for faculty of color to be successful, they must be able to fit comfortably in
both the world of academics and their own cultural world. A strong and secure sense of
self and confidence in one’s ability to be a part of the world of higher education are key
to success. “The results of this qualitative study revealed four variables that influence the
success of faculty of color: individual characteristics, interpersonal skills, family
background, and institutional support/barriers” (Knight & Sadao, p. 2).
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Holloway, project director for Educational Testing Service says that mentoring is
an important professional development component for all teachers. According to one
report, “Sixty-six percent of teachers responded that being mentored by another teacher
in a formal mentoring relationship improved their teaching … and 52% responded that
mentoring another teacher in a formal relationship improved their teaching” (as cited in
National Center for Education Statistics, 2002, p. 1). These statistics indicate the value
and effect of mentoring not only upon the person being mentored but for the mentoree as
well. Holloway goes on to say that “mentoring can also play a role in recruitment and
retention of minority teacher candidates” (NCES, p. 1).
Many educators feel that providing mentor programs which give support to
minority students is the key to increasing the pool of minority instructors. In 1993,
several African American professors from a small university in Illinois developed a
program called Minority Teacher Identification and Enrichment Program (MTIEP).
Banks and Butt’s (1997) observations of and surveys from fifty state universities and 100
national universities revealed a lack of services to assist minority students who were
unfamiliar with networks such as financial resources, tutorial services, and post graduate
services that were available to them. Many of these students were first generation college
students who needed assistance adjusting to the rigors of college life. “The Minority
Teacher Identification and Enrichment Program has successfully served as a catalyst in
the development of a state-wide program to increase the pool of minority teachers in the
state of Illinois” (Banks & Butt, pp. 1-2).
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Some efforts are being made to address the scarcity of teachers of color in
institutions of higher learning as cited in Gursky’s (2002) work entitled Recruiting
minority teachers. He reports the following:
Programs like the pre-teaching academy in New York that reach down into the
high schools-are an especially powerful approach to broadening the teaching pool
because they do a couple of things. In addition to exposing students to the
profession and to the foundations of teaching an learning, the provide excellent
college preparation. Of the approximately 800 students who have enrolled in the
Lehman College-affiliated program since it began in 1984; approximately 95
percent complete high school in four years and more than 890 percent attend
college. About 200 have gone on to become teachers (p. 3).

Hiring Practices and Procedures
Different community colleges employ different recruiting and hiring measures to
staff faculties. The selection process often reflects the goals of the college. Although
community colleges employ a significant portion of all higher education faculty
members, there is little research about how and where community colleges recruit faculty
or what values and practices influence the hiring process. Several researchers have
addressed various aspects of community college faculty mobility and hiring. Based on the
Carnegie Foundation for the Advancement of Teaching's National Survey of Faculty,
(a) community college faculty were middle-aged, (b) their mobility was low, (c) 64%
held the master's degree as the highest degree, and (d) they had been at their current
institution an average of 14.5 years. Using the National Survey of Post-secondary Faculty
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(1993) to examine faculty careers, researchers concluded that although approximately
30% of community college faculty held an immediate previous position in another
community college, a full two thirds held an immediate previous position in another
employment sector. It was noted that dimensions of community college faculty careers
are quite different from those of faculty in all other types of colleges and universities
(Gahn & Trombley, 2001 as cited in Trombley, 2005).

Summary
From the review of literature, it is evident that hiring disparities between White
and African American faculty in institutions of higher learning exist. A review from the
historical perspective of higher education on the community college and the university
levels reflect disparities from time attention was given to the “education of the children of
the state at public expense until a public school system was established and a State
University [was] put in operation”(Lucas, 1966, p. 3). These institutions were established
by white leaders for white students. In an attempt to keep African American students out
of educational institutions established for white students, a dual system of higher
education, separate and unequal, was established. This review reveals a historical
overview some of the problems faced by students, teachers, and administrators in their
attempts to address the need for greater representation of African American faculty in the
classrooms of our institutions.
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CHAPTER III
METHODOLOGY

Introduction
The community college occupies a unique position in the education arena. It has
been called upon to meet many needs of an ever-changing society. The mission of
community colleges is to reach out with open door policies to all who desire to improve
their lives through education and training. The community college offers hope for a
better life through GED programs, university transfer programs, skilled trades, Associate
of Arts degrees, and continuing education programs. Because the community college has
reached out and opened its doors to all who desire an education, a diverse student body
has evolved. While the students at community colleges reflect the masses of society, the
faculties that serve these students do not. The issue of lack of diversity among
community college faculty has been the topic of many discussions among researchers,
professors, administrators, and other leaders for some time (Bower, 2002; Colby & Foote,
1996; Commission on Ethnic Minority Recruitment, Retention and Training, 1997;
Flannigan, et al., 2004; Kirkpatrick, 2001; Liptak, 2006; Perna, 2003; Smith & Moreno,
2006; Wible, 2006). Recognized is the lack of diversity among community college
faculty and the need to increase representation of African Americans.
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The purpose of this chapter is to describe the methodology and procedures used in
this study. Methodology and procedures included are a discussion of the research design,
the rationale for using a case study design, the context of the study, the setting of the
study, a description of the participants, data collection methods, analysis of data, issues of
rigor and ethics.

Case Study Research Design
A case study is one form of qualitative research that involves an examination of a
specific phenomenon such as a program, an event, a person, a process, an institution, or a
social group (Merriam, 1998). All organizations and individuals have their common and
unique features. Case study researchers aim to identify the various interactive processes
at work to show how they affect the implementation of systems and how they influence
the way an organization functions (Bell, 2005). Four major characteristics of a case study,
which is qualitative research, are identified:
1. interest in understanding the meaning people have constructed,
2. reliance on the researcher as the primary instrument for data collection and
analysis,
3. involvement of fieldwork, and
4. employment primarily of an inductive research strategy
(Merriam, pp. 6-7).
An interest in understanding the meaning people have constructed requires a
researcher to delve into how people make sense of their world and the experiences they
have in the world. As a primary instrument for data collection, the data is mediated
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through the human instrument rather than through some inanimate inventory,
questionnaire, or computer. Unique system features, interactive processes,
implementation of policies, and functions of personnel at institutions of higher learning
were areas of interest for this case study. This study examined specific phenomena that
contribute to the low percentage of African American instructors at an institution of
higher learning, specifically, a community college. “Case studies are differentiated from
other types of qualitative research in that they are intensive descriptions and analyses of a
single unit or bounded system” (Smith, 1978 as cited in Merriam, 1998, p. 19). The
bounded system, or case, might be selected because it is an instance of some concern,
issue, or hypothesis. By concentrating upon a single phenomenon or entity, this approach
sought to describe the phenomenon in depth (Merriam, 2002). This study, selected
because of a social concern regarding low representation, concentrated upon phenomena
that contributed to the low percentage of African American instructors at a particular
institution of higher learning.
According to one research methodologist, qualitative researchers cast nets and test
specimens. To find how an individual case works, they examine single specimens to
determine the frequencies within a case. “Case study researchers use this method of
[examining] specimens as their primary method to come to know extensively and
intensively about a single case” (Runkel, 1990 as cited in Stake, 1995, p. 9). This study
cast a wide net by reviewing studies and statistics regarding the make-up of faculty at
institutions of higher learning in addition to seeking factors that contribute to or are
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responsible for that make-up; consequently, the study focused closely on a single
institution “to come to know it extensively and intensively” (Stake, p. 9).
A case study, according to Yin (1994) is “an empirical inquiry that investigates a
contemporary phenomenon within its real-life context, especially when the boundaries
between the phenomenon and context are not clearly evident” (as cited in Merriam, 1998,
p. 27). While case studies can be either quantitative or qualitative, this case study is
qualitative. A qualitative case study is used in this study to explore factors that contribute
to the low percentage of African American instructors at Minerva Community College.
According to Carr and Kemmis (1986), there are three basic forms of educational
research-positivist, interpretive, and critical. In positivist forms of research, education or
schooling is considered the object, phenomenon, or delivery system to be studied.
Knowledge gained through scientific and experimental research is objective and
quantifiable. Reality, in this perspective, is stable, observable, and measurable. In
interpretive research, education is considered to be a process, and school is a lived
experience. Understanding the meaning of the process or experience constitutes the
knowledge to be gained from an inductive, hypothesis or theory-generating (rather than a
deductive or testing) mode of inquiry. In the third orientation, critical research, education
is considered a social institution designed for social and cultural reproduction and
transformation. “Drawing from Marxist philosophy, critical theory… knowledge
generated from this mode of research is an ideological critique of power, privilege, and
oppression in areas of educational practice” (as cited in Merriam, 1998, p. 4). This
critical theory concept is the basis of this research.
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Research which seeks to explain factors that contribute to the presence or absence
of participation by members of certain segments of society requires close examination of
all entities that might remotely contribute to this phenomenon. Of interest and
importance are points of view, attitudes, practices and policies that impact the
phenomenon in question, in this case, the low percentage of African American instructors
in a southern community college. This qualitative case study format provided a method
for discovery and examination of relevant data in the form of interviews, observation and
document analysis that contributed to an understanding of phenomena that contribute to
the low percentage of African American instructors, thus, a lack of diversity, in a
southern community college.
Interviews, observations, and document analysis, three most commonly used
methods of collecting data for a case study, were well suited for this study. A number of
participants who were in positions to give different perspectives on the subject of this
study were interviewed. Both structured and semi-structured interviews revealed useful
information regarding my research topic. “Qualitative researchers are interested in
understanding the meaning people have constructed, that is, how they make sense of their
world and the experiences they have in the world” (Merriam, 1998, p. 6). Through these
interviews, insights were gained into the meaning participants had constructed regarding
their experiences. The methods of this inquiry gave provided a tool to investigate and
understand the social and political aspects of the reality of a situation (Anderson, et al.
1994; Merriam, 2000) through interviews as well as observations and document analysis.
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Observations were a second method of inquiry that allowed examination of social
phenomena with “as little disruption of the natural setting as possible” (Merriam, 2000, p.
5). Qualitative “implies a direct concern with experience as it is lived or felt or
undergone” (Sherman & Webb, 1988, p. 7, as cited in Merriam, 1988, p. 6). I was able to
observe campus activities and interactions among faculty and students and administrators
without interrupting them. Qualitative research involves fieldwork, and it primarily
employs an inductive research strategy (Merriam, 2000). Mason (1996) says:
Qualitative research should be systematically, rigorously, and strategically
conducted, yet flexible and contextual, involve critical self-scrutiny by the
researcher, or active reflexivity, produce social explanations to intellectual
puzzles, produce social explanations which are generalizable or which have a
wider resonance, should not be viewed as a unified body of philosophy and
practice and should be conducted as an ethical practice (pp. 5-6).
Systematic observations were conducted that enabled reflection upon the context
of those observations critically.
Document analysis is the third method of data collection used in this study. The
researcher is the primary instrument for data collection and analysis (Merriam, 2002), as I
was for this study. Available documents, such as handbooks, job announcements,
expression of interest forms, and application packets, that were pertinent to this study
were examined. Qualitative research provides data that can be analyzed in many
different ways and provides a variety of answers to questions the researcher was not
previously aware of (Anderson, et al., 1994).
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A qualitative case study, sometimes called interpretive, or naturalistic research
paradigm, defines the methods and techniques most suitable for collecting and analyzing
data. Qualitative inquiry, which focuses on meaning in context, requires a data collection
instrument that is sensitive to underlying meaning when gathering and interpreting data.
Humans are best suited for this task, especially because interviewing, observing, and
analyzing are activities central to qualitative research (Merriam, 1998). “Qualitative
research reveals how all the parts work together to form a whole” (Patton, 1985 as cited
in Merriam, p. 6).
Qualitative studies in education are often framed with the concepts, models, and
theories from anthropology, history, sociology, psychology and educational psychology
(Merriam, 1998, p. 19). This study produced a descriptive analysis of the practices,
policies, and procedures that have contributed to a low percentage of African American
faculty on the campus of Minerva Community College. This qualitative case study took
a critical theory perspective as it is concerned with empowering human beings to
transcend the constraints placed upon them.

Rationale for Using Case Study In Exploring Low
Percentage of African Americans
The purpose of this case study was to identify phenomenon that contribute to the
low percentage of African American instructors in a southern community college.
Embedded within each major question that guided this study is a sub-question that must
also be addressed.
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1. What direct and indirect factors contribute to the low concentration of African
American instructors in community colleges? Are these factors new and evolving
or are they well established factors from the past? Are they a part of written,
documented policy?
2. What strategies are employed by the community college recruiters and
administrators to increase the number of African American instructors in
community colleges? What policies govern the strategies? When and how have
the strategies changed?
3. What strategies have proven effective in increasing the number of African
American instructors in community colleges? How have these effective strategies
been employed in the recruiting and hiring of African American faculty in the
community college? Who has been instrumental in developing and implementing
these strategies?
4. Why are African American instructors needed in community colleges? What are
the benefits of increasing the number of African American instructors in
community colleges?
These research questions are designed to provide insight into the factors that
contribute to the low percentage of African American instructors in community colleges.
The absence of African American instructors not only affects students who attend a
particular institution, but it also affects the entire educational system, surrounding
communities, and the world. Identification of all factors that directly or remotely
contribute to the hiring or non-hiring of African American instructors in community
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colleges is essential to understanding their absence. These issues may be considered etic,
the researcher’s issues reflective of a larger community, but may well be a catalyst for
emic issues as concerns from the inside develop and emerge (Stake, 1995). The answers
to these questions will provide insight and understanding into the low percentage of
African American faculty at institutions of higher learning.
The first set of questions is appropriate because these questions reflect an
assumption that disparity exists in the number of African American instructors when
compared to the number of African American students served by the institution. These
research questions seek to identify and illuminate the factors, both significant and
insignificant, which are responsible for and/or contribute to the disparity.
The second set of questions seeks to examine the strategies and practices that are
currently used and to note what has been effective in recruiting and hiring African
American instructors. It is important to determine the success or lack of success of
current and past practices and policies in order to understand, in part, why African
American instructors are underrepresented. Policies and practices will be studied in an
effort to understand the effectiveness or ineffectiveness of recruiting and hiring practices.
The third set of questions will explore strategies and practices that have been
effective in increasing the number of African American instructors in community
colleges. This is appropriate because the knowledge of what works in recruiting
underrepresented instructors can provide invaluable information to institutions who seek
to increase the number African American instructors on their faculties. Appropriate and
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useful also is the knowledge of who is responsible for the development and
implementation of effective recruitment and hiring practices.
The fourth set of questions will explore the reasons African American instructors
are desirable in community colleges. It is important and appropriate to examine the
benefits of African American instructor presence for the students, the college, and the
community.
Together, these questions are designed to help identify and provide understanding
of the factors that contribute to the low percentage of African American faculty on
community college campuses. “As the questions draw forth understanding, the
researcher will begin to restate the issues as assertions. These assertions will take the
form of petite generalizations as new observations are made and old ones confirmed”
(Stake, 1995, p. 21).
Case studies, especially qualitative case studies, are prevalent throughout the field
of education. Whether classic case studies or case studies of students, programs, schools,
innovations, teachers, and policies, this type of research has illuminated educational
practice for nearly thirty years (Merriam, 1998). Yin (1994), suggests that for “how and
why questions, the case study has a distinct advantage”(as cited in Merriam, p. 33). This
study, which focused on the low percentage of African American instructors in
community colleges, sought answers to the how’s and why’s regarding this phenomenon,
making this method of inquiry ideal for this study.
As critical theory dictates, I sought to discover how and why a social institution,
such as the community college system, designed for social and cultural reproduction and
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transformation of that culture, has produced, or evolved into, a system that appears
oppressive in areas of educational practices, such as the hiring of representative numbers
of African American faculty.
According to the Standards Approved by the Mississippi Junior College
Commission in compliance with Chapter 369, Laws of Mississippi, 1950, Standard One:
Statement of policy: “The Junior College Commission considers its task is to offer
leadership and supervision to the end that a quality program of junior college education
will be available to all of the people in every section of Mississippi” (Young & Ewing,
1978, p. 312). The goal of the Commission to offer leadership and supervision that make
quality educational programs available to all people in every section of Mississippi has
not become a reality if Mississippi’s community college faculties are not reflective of
diverse leadership and supervision. The current mission of Minerva Community College
is as follows:
Minerva Community College is a public institution of higher learning dedicated to
improving the quality of life in Lydia County, Mississippi, and surrounding
areas. Through campus-based and distance education programming, MCC serves
a diverse student population and primarily accomplishes its mission by providing
equal access to courses leading to Associate in Arts Degree and transfer to senior
colleges and universities; and

Associate in Applied Science Degree and

occupational certificate programs, and customized workforce training, leading to
entry-level and/or enhanced employment opportunities. Other major components
contributing to the fulfillment of MCC’s mission include continuing education
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courses designed for personal and/or professional enrichment, student support
services, cultural enrichment events, and adult basic and developmental education
programs designed to remediate basic skills deficiencies (Minerva Community
College 2006-2007 Catalog, p. 7).
This statement reflects the college’s commitment to its students. The following
statement reflects its commitment to equal employment opportunities:
Minerva Community College does not discriminate on the basis of race, color,
national origin, sex, disability, religion or age in admission or access to, or
treatment or employment in its programs and activities. Compliance with Section
504 and Title IX is coordinated by Miranda Mars, Dean of Student Services, 910
Highway 19 North, Minerva, Mississippi 39307. (Minerva Community College
2006-2007 Catalog, p. 4).
The following statistics reflect the reality of the numbers and racial make-up of
Minerva Community College’s current faculty. Of 230 faculty, 27 (11.7%) are African
American. On the state level, 509 (13.2%) of 3,845 faculty at Mississippi’s two-year
institutions are African American (Day, 2007). This study sought an understanding of
the factors that contribute to the low percentage of African American faculty at MCC.
Pertinent to the selection of the type of study was the degree of control of the
investigator. “The less control an investigator has over a contemporary set of events,
and/or if the variables are so embedded in the situation as to be impossible to identify
ahead of time, case study is likely to be the best choice” (as cited in Merriam, 1998, p.
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32). In this case study, the investigator had no control over past events and variables of
the situations of this study, making the case study method preferable.
Case study is also a suitable design when process is of interest. Process as a focus
for case study research can be viewed in two ways:
The first meaning of process is monitoring: describing the context and population
of the study, discovering the extent to which the treatment or program has been
implemented, providing immediate feedback of a formative type. The second
meaning of process is causal explanation: discovering or confirming the process
by which the treatment had the effect it did (Reichardt & Cook, 1979, p. 21 as
cited in Merriam, 1998, p. 33).
Another factor that makes the case study approach unique is the revelation of
knowledge that would not otherwise be accessible. A case study offers a means of
investigating complex social units consisting of multiple variables of potential
importance in understanding the phenomenon. It offers insights and illuminates
meanings that expand the researcher’s and its readers’ experiences. These insights can be
construed as tentative hypotheses that help structure future research; hence’ case study
plays an important role in advancing a field’s knowledge base (Merriam, 1998). Studies
have been conducted on the subject of under-representation of African American faculty
at institutions of higher learning; however, data gathered in this study revealed some of
the factors that contribute to the low percentage of African American instructors at
Minerva Community College. By investigating the social and political realities of the
powerful and the less powerful through interviews, observations, and document analysis,
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insight into the realities that have led to the low percentage of minority faculty was
sought. This case study provided a clearer understanding of some of the dynamics that
contribute to the low percentage of African American faculty in the community college
setting.
While this case study sought to reveal factors that contribute to the low
percentage of African Americans instructors at MCC, it revealed factors that are common
among other community colleges and institutions of higher learning which contribute to
low percentage of African American faculty. This study was necessary because the lack
of diversity among instructors at institutions of higher learning is not limited to the
institution selected for this study. Evidence of the lack of diversity is illustrated by the
number African American faculty employed in Mississippi’s public community and
junior colleges as recently as the Fall of 2005, and, in particular, the number of the
African American faculty employed by MCC. Of 3,845 faculty at Mississippi’s twoyear institutions, 509 (13.2%) are African American. At MCC, the focus of this case
study, of 230 faculty, 27 (11.7%) are African American (Day, 2007).
Human resources from different segments of society can be valuable in
maintaining an erudite society when used to the fullest extent possible. An understanding
and close examination of the underlying factors that contribute to the low percentage of
African American instructors at community colleges can lead to immeasurable
contributions from untapped resources that will benefit students, educational institutions,
society, and the world. Because of its strengths, case study is a particularly appealing
design for applied fields of study such as education. A case study design was especially
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appropriate for this study because educational processes, problems, and programs were
examined to bring about understanding that can affect and, perhaps, improve practice
(Merriam, 1998). This case study’s evaluation of procedures and policies identified
factors that contribute to the low percentage of African American faculty and, thus, could
be a catalyst in changing and improving current hiring practices as increases in the
number of African American faculty at institutions of higher learning are realized.
Answers to stated research questions were sought through interviews, observations, and
document analysis to identify factors that contribute to the low percentage of African
American faculty in community colleges.

Context of the Study
For the past 20 years, there has been a consistent increase in minority student
enrollment at community colleges. In fact, minority enrollment increased 61.3% from
1986-1996 (Wiles & Wilson, 1998 as cited in Lovell, et al., 2002). Despite increases in
minority student enrollment, employment of minority faculty does not reflect similar
increases. Reports of minority faculty employment do, however, show different
percentages of employment from one year to another depending upon who is gathering
the data, how it is gathered, and the purpose for which it is gathered. These reports,
despite their differences, indicate employment of African American faculty is not
comparable to African American student enrollment. For example, data from a 1998
faculty snapshot provided by the United States Department of Education showed that
only one in four professors that work in community colleges is African American, which
indicates 25% of faculty are minority. Other reports show roughly 6.2 % of 109,957
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community college faculty are African American, and African American faculty
constitute roughly 5.2 % of the overall faculty population in higher education (Manzo,
2000). More recent data from the National Center for Educational Statistics show that
“from a total of 1,174,831 faculty in the U. S., 65,999 are African American, nonHispanic” (NCES, 2005, p. 205).
Recent emphasis on community college constituencies has brought awareness to
the irrefutable fact that women and members of racial-ethnic minorities are
underrepresented in higher education (Gillett-Karam, et al., 1991). Community colleges
are crucial to American economic progress in that they provide access to higher
education to millions who cannot afford to attend the traditional university (Lovell, et al.,
2002). Minority students, minority teachers, nor minority administrators in community
colleges are represented in numbers equivalent to their representation in the population
(Gillett-Karam, et al.). Increasing African American instructor presence in community
colleges can change this deficit.

Setting of Study
This study was conducted on the campus of a two-year public community college.
Minerva Community College, located in the southeast region of Mississippi in Lydia
County, was selected for several reasons. First, this campus had the potential to provide
the data needed to conduct my study. Being an employee of the college gave me easy
access to subjects for interviews, for observation opportunities, and to data sources.
According to Bogdan and Biklen (1992),” being able to step into and out of research
setting is an advantage” (p. 52). Traveling back and forth for interviews, the gathering of
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data, and making observations over an extended period of time can be quite expensive
and time consuming. Being on campus everyday relieved me of those challenges.
The college is located on a 72 acre campus a short distance from downtown
Minerva and is in close proximity to the campus of Shiloh State University’s Branch
Campus. The MCC campus serves approximately 4,500 students with a faculty of 230.
The urban city of Minerva in which the community college is located has a population of
approximately 40,000.
Minerva Community College has many buildings, including a newly constructed
chapel and nursing building as well as many historic buildings and structures which
include three resident halls, a nursing building, a cafeteria, a physical plant, a bookstore,
a post office, a business and liberal arts building, an advisor and counseling center, a
career center, a machine and tools shop, ABE/GED Center, Club Eagle Campus Life
Center, a commercial truck driving center, a fitness center, an athletic building, a learning
resource center, a student mall, a math and science building and labs, a student success
center, a horticulture center, a technology lab, an administration building, a gymnasium,
a security suite, a soccer field, a baseball field, a softball field, a tennis court, and a
cosmetology building. The grounds are a perpetual garden of plants, trees, and flower
pots and beds that reflect the changes and greenery of each season of the year. Casual
seating and areas of relaxation and serious study are found throughout the campus in the
form of outdoor swings, patios, benches, and cozy study areas.
Participants in this study included community college faculty, students, staff, and
administrators. Of the 4,500 students served by this campus, approximately 1,700 of the
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students are African American (MCC Unduplicated Count, 2006). From the total number
of 230 faculty members at Minerva Community College, 27 are African American (Day,
2007).
Day and evening classes as well as online and summer classes are offered.
Flexible scheduling is available to accommodate students and instructors. Adjunct faculty
are employed when full-time instructors’ schedules are filled to capacity. Classes meet
on a four-day schedule. Off campus class sites include the Naval Air Station, where a
number of courses are offered. Dual credit courses are offered at the local high school.
A variety of enrichment courses are offered to the local and surrounding communities.
Sports activities, such as baseball, basketball, tennis, swimming, and soccer, are held
regularly. A warm campus atmosphere is fostered with the presence of many student
organizations and special interest groups which include Phi Theta Kappa, Fellowship of
Christian Athletes, Future Educators of America, Wesley Campus Ministries, Baptist
Student Union, Business Student Organization, MCC Gospel Choir, Encore, Dimensions,
The Allen League, Multicultural Student Association, Horticulture Club, and Student
Association of Cosmetology. Publications include a literary magazine called Review, a
student campus publication called The Campus View, and a weekly publication called
Monday Morning. Various awards and scholarships such Tuition Grants, President’s
Scholarship, Dean’s Scholarship, MCC Foundation Scholarship, Eagle Scholarship, MCC
Achievement Scholarship, Fine Arts Scholarship, Athletic Scholarship, MCCer of Month,
Outstanding Teacher of the Year Award, Circle of Excellence Awards, T. J. Henley
Award, Ivy Award, course grants, travel grants, and many others are awarded to
96

outstanding students and instructors each year. The campus is a drug-free compliance
campus. ID badges are required of everyone who enters the campus. Free parking is
provided for students, instructors, and visitors.
Minerva Community College was organized in 1937 as Minerva Municipal Junior
College. Founded as the 13th and 14th grades at Minerva High School, Minerva
Community College is the only one of Mississippi’s 15 public community colleges to
originate through the initiative of the local school system (Young & Ewing, 1978). In
1970, the College merged with the historically black T. J. Henley Junior College as a
result of a federal court order to the Minerva Municipal Separate School System. More
than 400 students joined the MJC campus from Henley that year. Minerva Junior
College, as it was called until the name change on its 50th anniversary, severed its ties
with Minerva Public Schools by establishing its own district and Board of Trustees in
1980.
Minerva Community College is accredited by the Commission on Colleges of the
Southern Association of Colleges and Schools to award the Associate in Arts and
the Associate of Applied Science Degrees.

MCC holds membership in the

American Association of Community and Junior Colleges, the Mississippi
Community and Junior College Association, the Mississippi Association of
Colleges and the Southern Association of Community and Junior Colleges. In
addition, MCC is officially recognized by various occupational accrediting
agencies, such as the National League for Nursing Accrediting Commission
(Minerva Community College 2006-2007 Catalog, 2006, p. 7).
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Participants
Purposeful sampling was used to select all non student participants. This included
administrators, staff, and faculty who participated in this study. According to Bogdan
and Bilkin (1992), particular subjects are chosen because they are believed to facilitate
expansion of the developing theory. This is not random sampling, which is sampling to
ensure that the characteristics of the subjects in the study appear in the same proportion
they appear in the total population. The president, deans, recruiters, human resource
coordinator, public relations coordinator, publicity coordinator, interview-committee
members, and division chairs were chosen because their unique positions made them
accessible to information-rich data needed to drive this study could be learned.
“Purposeful sampling in this study was initially begun by determining what
criteria were essential in choosing who [was] to be interviewed and what sites [were] to
be observed” (as cited in Merriam, 2002, p. 12). Merriam (1998) also stated that this type
of sampling is based on the assumption that the investigator wants to discover,
understand, and gain insight and, therefore, must select a sample from which the most
can be learned. The researcher wanted to discover, understand, and gain insight into
phenomena that contribute to the low representation of African American instructors in
community colleges.
Patton (1990) says it is important to select information-rich cases for in depth
study. Information-rich cases are those from which one can learn a great deal about the
issues of central importance to the purpose of the research. (Patton, 1990, as cited in
Merriam, 1998). Rich information was gathered from participants in this study through
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interviews with administrators, staff, faculty, and students who engaged in discussions of
issues regarding the low representation of African American instructors.
Students were solicited through flyers that were posted around the campus. They
were selected as a result of their response to the flyers that were posted around campus.
This contact with the researcher resulted in the scheduling of an interview.
According to Merriam (1998), “purposeful sampling is based on the assumption
that the investigator wants to discover, understand, and gain insight and therefore must
select a sample from which the most can be learned” (p. 61). In order to understand the
phenomena that contribute to the low number of African American instructors in
community colleges from different perspectives, I elicited participants from students,
instructors, staff, and administrators. Specifically, participants included the president,
deans, recruiters, human resource coordinator, public relations coordinator, publicity
coordinator, interview-committee members, division chairs, instructors, and students.
Length of service and/or approximate ages for participants are as follows:
1. The president of ten years, a 58-year-old White male;
2. a semi-retired vice president, a 63-year-old White male;
3. a 62-year-old White female, associate vice-president of research development and
governmental affairs,
4. a 57-year-old White female, the dean of academic affairs,
5. a 45-year-old White female, the dean of students,
6. a 38-year-old White female; the human resources coordinator,
7. a 40-year-old White female; publicity coordinator
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8. two student recruiters, a 45-year-old African American female and a 30-year-old
White female;
9. the public relations coordinator, a 48-year-old White female;
10. two advisors, a 40+ African American female and a 30+ White female;
11. eight division chairs/directors/coordinators,
five White females, ages ranged from 35 to 58;
one African American female, age 40;
two White males, age 38 and 46;
12. 12 instructors, some of whom had served on interview committees.
Instructors included four White females, ages ranged from 26 to 55, two African
American females, ages 35 to 55; four White males, ages ranged from 40 to 58;
and two African American males, both in their mid 20’s. Instructors’ disciplines
include English, math, social science/history, sociology/ psychology, natural
science/physics, speech, and business/economics. All instructors who were
interviewed held a Master’s degree.
Forty-nine students from the 4,500 student body were interviewed for this study.
Twenty-five respondents were male. Of the 24 males interviewed, 11 were African
American, nine were White, four were Native American, and one was Hispanic. Twentyfour respondents were female. Of the 24 females interviewed, 20 were African
American, and four were White.
Students ranged in age from 18 to 60. Thirty-four were sophomores and fifteen
were freshmen. Forty-seven were full-time students, and two were part-time students.
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Their chosen majors ranged from elementary and secondary education with emphasis on
math, English, or science, nursing, surgical technology, English and foreign language,
architecture, premed, law enforcement, business and office technology, pre-pharmacy,
forestry, marketing technology, graphic communication technology, computer science,
dentistry, social work, medical lab technology, medical billing and coding technology,
early childhood education technology, medical office technology, health information
technology, and business technology to undecided.
Twenty of the 49 students who participated in this study had never had an African
American instructor while attending MCC. Sixteen had had one African American
instructor, seven had had two, and one had had three. Thirty-two students did not have
any African American instructors for any of the classes in which they were currently
enrolled. Fourteen students had one African American instructor at the time of this study.
Thirty-one had not had any African American instructors during the previous semester.
Thirteen had had one African American instructor during the previous semester. Fulltime students typically have four to six instructors during a semester.

Data Collection Methods
Data for this study were collected through (a) one-on-one interviews, (b)
observations, and(c) document analysis. “The function of the qualitative researcher
during data gathering was to maintain vigorous interpretation. On the basis of
observations and other data, researchers draw their own conclusions” (Stake, 1995, p. 9).
Merriam (2002) agrees that there are three major sources of data for a qualitative study:
the interview, observation, and document analysis. “The data collection strategy was
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determined by the questions of the study and by determining which source(s) [had the
potential to] yield the best information to the questions” (p. 12). Initial contacts,
interviews, observations, and document collection took place within a five-month period.

Interviews
Interviews were conducted to gain insight into phenomenon that contribute to the
low concentration of African American instructors in community colleges. Interviews
allow participants an opportunity to verbalize experiences and observations. They also
allow them an opportunity to express conclusions drawn as a result of their experiences
and observations. This type of information was essential to my research.
Administrators, staff, and faculty participants were contacted by phone, by email,
and in person and asked to participate in this study by granting me an interview. A
convenient day and time were scheduled, and I interviewed participants in their campus
offices. Consent forms were given and explained to each participant. Participants read
and signed the consent form, indicating a willingness to participate and an understanding
of the terms of participation. No incentives were offered for participation in this study.
Notes were taken during the interviews as responses to questions were given. Segments
of responses were read back to participants for clarification or to insure accuracy.
Permission was secured to record the interviews on an audio tape and interviews were
transcribed as soon as possible after the interviews.
The first questions asked of instructors were designed to identify the discipline
taught and the number of years employed. I continued with questions concerning
responsibilities, promotions and working conditions. Administrators were asked about
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their length of service, job titles, responsibilities, promotions, and other job-related
questions. Portions of the interview were read back to participants to verify accuracy.
Interviews lasted from 35 to 55 minutes. Each participant agreed to a follow-up
interview if additional information and/or clarification were needed. Contact information
was pointed out on the consent form.
Student participants were solicited through flyers that were posted in visible
locations on bulletin boards of all buildings around campus.

Responses came from both

traditional and non-traditional freshmen and sophomores. Participants reflected diversity
in sex, age, backgrounds, and race, though not purposefully selected. Their initial
responses to flyers were to contact the researcher and express a desire to participate in the
study. There were no specific days or times for the interviews as they were scheduled at
the convenience of the students. Interviews lasted from 35 to 55 minutes.
Students were given a copy of the consent form, and the study was explained in
detail. After reading the consent form, each participant signed it, indicating a willingness
to participate and understanding of the study. Interviews were conducted in an informal
manner, beginning with questions regarding demographics such as age and classification
to establish a level of comfort as well as to get pertinent information that would give
insight to their responses. Notes were taken as participants answered questions and
shared additional information. Segments of participants’ responses were read back to
them for accuracy and clarification. Participants were informed that they may use the
contact information on their consent form to contact me if they should have further
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questions or additional information to share. There were no incentives offered for
participation.
The majority of the interviews were held in my office, a 10 by 30 ft. office that
contains a teacher’s desk, two smaller desks, one table, four chairs, a stool, and three
book cases. Some interviews were held in a vacant computer lab classroom near my
office. The classroom contained one teacher’s desk, 30 students’ desks, 30 computer
desks, and 30 computers. As this was the fall of the year, rooms were comfortably
heated.
Interview data were collected through semi-structured, open-ended interviews
with administrators, staff, instructors, and students. “If a researcher’s goal is to
understand the meaning people involved in education make of their experiences, then
interviewing provides a necessary, if not always completely sufficient, avenue of inquiry”
(Seidman, 1998, pp. 4-5). This is the rationale for using the interview in this study. The
semi-structured interviews contained a mix of more and less structured questions, where
specific questions and the order in which they were asked were determined ahead of time;
however, unstructured topic areas were also explored when the need arose and neither
the questions nor the order were predetermined (Merriam, 2002). Sprawley (1979)
concurs with Merriam that the term interview covers a wide range of practices. The term
qualitative interviewing is usually intended to refer to “in-depth, semi-structured or
loosely structured forms of interviewing” (Mason, 1996, p. 38), as in the case of this
study.
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Administrators, staff, faculty, and students were interviewed during a three-month
period. Participants’ points of view, their feelings, and attitudes toward the research
questions and subject matter gave insight into phenomena that contribute to the low
percentage of African American instructors in community colleges.
Interview questions were developed by the researcher and approved by the major
dissertation professor (see Appendix A).
Notes were taken during the interviews as responses to questions were given.
The researcher secured permission to record the interviews on an audio tape. These
recordings were transcribed as soon as possible after the interviews. The first questions
asked by the researcher were designed to identify the discipline taught and the number of
years the participant had been employed at the college. Portions of the interview were
read back to participants to verify accuracy. Interviews lasted from 30 to 55 minutes.
Each participant agreed to a follow-up interview if additional information and/or
clarification were needed. The researcher emphasized contact information on the consent
form in case participants needed or desired additional explanations. No incentives were
offered for participation in this study.
Students were asked the following questions, which were taken from the major
research questions posed by this study. The basis of gender and race data was
observation.
1.

How are you classified?

2. How old are you?
3. What is your major?
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4. Have you taken a class in which an African American was the instructor?
5. Are there advantages to having an African American instructor/white instructor?
What are the advantages?
6. Are there enough African American instructors on campus? Why or Why not?
7. Why are there so few African American instructors on campus?
8. What can be done to increase the number of African American instructors on
campus?
9. Do you have a role model on this campus?
10. Why is that person your role model?
The researcher took notes as participants answered questions and shared
additional information. Portions of participants’ responses were read back to them for
accuracy and clarification. Participants were told that they could use the contact
information on their consent form to contact the researcher if they had further questions
or additional information to share. No incentives were offered for participation.

Observations
The second data collection method used in this study was observation. I observed
participants that had been interviewed as well as other subjects around campus who had
not been interviewed. Observations are an important source for gathering information for
case studies.” On the basis of observations and other data, researchers draw their own
conclusions or assertions” (Stake, 1995, p. 9). Case studies allow the researcher to study
a phenomenon in its natural context (Merriam, 1998). In this study, I observed events at
the original site, which is the campus of a community college, as they occurred.
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Understanding is sought as conclusions are drawn. Merriam notes that observational data
represents a firsthand encounter with the phenomenon of interest rather than a
secondhand account obtained in an interview. “When observation is used in conjunction
with interviewing, as was the case with this study, the term fieldwork or field study is
sometimes used” (Merriam, p. 13).
Campus observations began during the same time period that I began interviews.
Interactions among students, faculty, staff, and administrators were observed. As in the
case of the interview, there is a large range of observation techniques that goes from that
of a complete observer to that of an active participant. In this study, the role of observed
was assumed. Over a three-month period, I observed student and faculty interactions
throughout the college campus two to three hours a day at least two days a week. I
casually perused the campus and made observations on different days at different times
of the day at different locations during class sessions, student conferences, rehearsals,
athletic practices and events, and art performances during structured and unstructured
activities. This included class activities, extra-curricular activities, organizational
meetings, conferences and casual conversations and encounters. I recorded observations
and made notations. The field notes helped me to maintain the accuracy of observations
and clarify my perceptions of what I had observed. I kept a separate journal that helped
me to identify emerging and repeated themes as I coded my notes. I noted that few
African American students participated in the chorus or played on the tennis and golf
team; more participated in the gospel chorus and played on the basketball team. Lack of
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role models, lack of encouragement, lack of interest, lack of inviting atmosphere, and
lack of good study skills are some of the concerns that emerged from my observations.
The absence of role models as leaders in extra-curricular activities and the lack of
encouragement to participate in some of the extracurricular activities may have a direct
correlation to the number of African American participants in that activity. While a lack
of interest in participating in certain extra-curricular activities may seem to be the
obvious reason, a less obvious reason may be the lack of an inviting atmosphere.
Observation also seems to indicate the presence of African American leaders in
extracurricular activities increase the likelihood of participation by African American
students.
Observations were also made during interviews. Unanswered questions and
hesitations to certain questions were noted. Particularly intriguing was the hesitation of
several student participants to answer questions regarding the necessity of having African
American instructors in the classroom and the reasons they are not there in higher
numbers. As the interviews continued the fact that some students had never had an
African American instructor surfaced. What had appeared to be hostility was uncertainty.
Further discussion revealed that the students perceived hiring practices as being unfair
and their hostility was a reaction to that perception. The continued discussion led to the
appearance of a somewhat hostile or resentful attitude when discussing the need for
African American instructors and the reasons for the low percentages among the faculty.
After a few minutes of casual discussion, students seemed more at ease as they responded
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to my questions and openly discussed their views on the role of racism in the hiring of
African American instructors.

Document Collection
A third method of data collection used in this study was document collection.
Although the interview and observation are the most common methods of data collection
used in case studies, document collection was also essential to this research study because
they [documents] provided valuable data. According to Merriam (2002), the strength of
documents as a data source lies with the fact that they already exist in the situation; they
do not intrude upon or alter the setting in ways that the presence of the investigator
might. Nor are they dependent upon the whims of human beings whose cooperation is
essential for collecting data through interviews and observations. Entire studies can be
built around documents.
Documents gathered for this study were kept separate from interview data.
Participating administrators were asked to provide documents that show how and where
job announcements are presented to the public, what selection criteria are typically used,
how deadlines are imposed, how interview committees are selected and trained, how
candidates are selected for interviews, guidelines for the interview, and guidelines for the
selection process. I was provided copies of documents by appropriate persons willingly
and promptly.
A researcher can get valuable insight from the experience of people by examining
available personal and institutional documents. Documents and policies regarding job
announcements, job descriptions, written expressions of interest, applications,
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recruitment and hiring criteria, deadlines, interview selection processes, selection process
for interview committee members, notification processes, and other selection criteria
employed in the process of recruiting, interviewing, and hiring were essential to this
study.
Documents collected and analyzed for this study include a notice of vacancy, job
announcement, an application packet, a written expression of interest form, a job
description, an interview schedule, and a section from a handbook of policies and
procedures.
The examined documents presented no unusual information. They required the
applicant to give non-discriminatory information. They bore statements declaring nondiscrimination in the college’s practice of distributing notices of vacancies and
applications, accepting applications, scheduling interviews, interviewing applicants, and,
finally, making a decision of whom to hire.

Data Analysis
The data analyzed in this study were generated from interviews, observations, and
documents. Data analysis is a systematic process for organizing and arranging
interviews, field notes, and documents so that other researchers can present findings in a
convincing manner. The data analysis technique used in this study is based on Marshall
and Rossman’s (1999) five-step procedures of analysis: (1) organize the data, (2)
generate categories, themes, and patterns, (3) compare the problem statement with the
data (original step improvised) (4) search for alternative explanations of the data, and (5)
write the report.
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In this study, an analysis of interviews, observations, and documents is essential
to the understanding of the recruiting, interviewing, and hiring process used to employ
African American instructors in community colleges.
As interviews were conducted and recorded, observations completed and field
notes written, and documents gathered, I began the process of data analysis by
transcribing taped interviews and reading through all the notes. Having read my notes
after each interview and each observation made me familiar with what I would find in
terms of general themes. Close readings that were done next enabled organization of
written notes from interviews, transcriptions, field notes, and documents into broad
categories. The more I read, the better understanding I gained regarding the content and
its implications. Written data included direct quotes and paraphrases taken from
interviews, statements taken from documents, and field notes from observations.
Interview notes were initially organized according to participant categories: student
responses, instructor responses and administrator responses. Field notes and documents
were kept separate and arranged according to subject matter.
Key terms and repeated phrases were noted and highlighted from interviews, field
notes and documents to determine patterns that indicate themes. Notes written in the
margins helped to identify patterns. General one-word themes that were developed to
reflect ideas that were generated from key terms and repeated phrases were as follows:
salaries, opportunities, discrimination, interest, encouragement, mentors, models,
climates, recruitment, and retention.
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“Open coding, the naming and categorizing of phenomena through a close
examination of the data” (Strauss & Corbin, 1990 as cited in Merriam & Associates,
2002, p. 148) was used. Lines, sentences, or paragraphs from interviews, written
observations, and documents that reflected incidents, ideas, and events were given a
name or code word that represented underlying concepts. For example, inadequate pool,
lack of interest, campus climate, inadequate recruitment, buddy system, lack of
encouragement, and inability to retain are some of the code phrases that began to
represent underlying concepts. These concepts evolved from key terms and repeated
phrases.
Next, specific themes were developed as the coding process progressed. Examples
of several specific themes that evolved from underlying concepts as the coding process
progressed are lack of employment opportunities, unwelcome campus climate, lack of
qualified candidates, lack of competitive salaries, inadequate pool of candidates, lack of
interest in field of education, discriminatory hiring practices, and inadequate college
preparation.
In the next step, the theme categories and data were further evaluated for
relevance and connection to the problem statement, purpose of the study, and research
questions. Critical examination of all data as it related to the low percentage of African
American instructors was conducted. How does the data gathered explain the low
percentage of African American instructors in community colleges?
In addition to a close examination of interviews as previously discussed,
documents were examined closely as well. The documents include the college’s
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Handbook of Policies and Procedures Section 4:00, job announcements or notice of
vacancy forms, an expression of interest forms, employment applications, interview
schedules, and interview packets which included a job description.
The document that governs the procedures and policies for hiring is found in the
college’s Handbook of Policies and Procedures. Staff Personnel 4:10-4:11 addresses this
policy and procedure:
(4:10) Employment MCC has a systematic method of insuring that equal
opportunities for employment are available to all interested persons without
regard to race, color, religion, sex, national origin, age or disability. (4:11) Initial
Employment All full-time personnel will be hired by the Human Resources
Coordinator.
This policy dictates the following procedure in the hiring process:
An interview committee is chosen and approved by the President. Efforts are
made to form a diverse committee that is inclusive. After the committee is confirmed,
each member is notified and asked to serve on the interview committee. An interview
packet is compiled by the human resources coordinator and given to each committee
member chosen to participate in the interview process. The packet includes a list of the
applicants that are scheduled to be interviewed and the time of the interview, a job
description for the vacant position and the applicant’s completed application. The job
description identifies the immediate supervisor, the work week, and contract type. It also
gives general as well as specific, detailed requirements and duties of the position. A copy
of the applicant’s completed application (application form, transcript, and reference
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letters) is given to each committee member for review a few hours to a few days prior to
the interview for review. Formal training sessions on interview procedures do not precede
this process. The members of committee interview all applicants, discuss their findings,
and make a recommendation. After the applicant has been approved by the president, the
Human Resources Coordinator offers the position to the applicant. The Human
Resources Coordinator then sends letters of rejection to all other applicants. The hiring
of all part-time employees is handled and processed by the supervisor of that area. .
A position vacancy justification form is submitted by the primary administrator to
the president when there is a request for the creation of a new position or the replacement
of a current position (filling of a vacancy). The position title is noted on this form and
the need or reason for the vacancy is noted on the form. If an employee is being
replaced, his/her name is also noted. A brief summary explanation is submitted if a
replacement occurs. If a new position is being created, detailed justification for the new
position is required. Budget information regarding the class, step, length, and salary is
noted on this form as well as the advertising methods to be used to inform prospective
candidates for the vacancy. The choices of the advertisement include the following
categories: expression of interest, college placement office, newspapers, visits to college,
other faculty, and other. The opening and closing dates of the announced vacancy, the
vacancy number, and the expected date of employment are included. A comment section
is included. If approved, the form is signed by the primary administrator,, the businesss
manager, and the president.
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Another document observed and analyzed as a part of this study is also located in
the procedures and policies handbook. It is called a job announcement or notice of
vacancy, a vital part of the recruiting and hiring process. Used to announce a vacancy to
the public, a job announcement contains the following information: the name of the
college that is seeking a candidate for a vacant position, the title of the position that is
advertised, the vacancy number, qualifications for the position, application requirements,
the deadline date for accepting applications, the name, address, phone number, email
address, and fax number of the person to whom the application should be sent. Job
announcements are submitted to and printed in local and national newspapers and
publications. This procedure addresses the effort to notify a diverse audience of existing
vacancies.
An expression of interest form is also used in the hiring process. This form is a
document that prospective employees complete to indicate an interest in employment.
The document is completed by the applicant and submitted to the human resources
coordinator. It is kept on file for 12 months and requires an applicant’s name, permanent
address, telephone number(s), notation of interest in full or part-time position, date of
availability for employment, educational status, and area(s) of employment interest. If a
vacancy occurs in the area of interest expressed by the prospective applicant, he/she is
mailed a notice of the vacancy and an application form. If a vacancy does not occur
within 12 months of submission of the form, the prospective applicant must resubmit an
expression of interest form in order to be notified of a vacancy. This procedure is
available to all who wish to express an interest in employment.
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The employment application is a very important document in the advertising and
hiring process examined during this study. An employment application is completed and
submitted by an applicant who wishes to apply for a vacant position. The completed
application form is submitted to the human resources coordinator before the deadline
date. Resumes, letters of reference, and official copies of transcripts are required with the
submission of the application. The application form requires the applicant to note the
position desired, the vacancy number, social security number, present and permanent
addresses, and educational qualifications, including courses taken to prepare the
applicant for the position and educational experiences that strengthen the applicant’s
qualifications. It also requires a list of past and current work experience and all
transcripts. The applicant is asked to write a brief description of his/her understanding of
the mission and purpose of the community college as well as how his/her background and
experiences relate to that understanding. Questions regarding present contract
obligations and the applicant’s contractual responsibility are a part of the form, requiring
a signature to attest to the understanding of the form’s statements and to the truth of the
statements made by the applicant. An optional statistical survey requesting position,
vacancy number, gender, race, and age is included in the application form. The purpose
and confidentiality of the survey information are noted on the survey form. The
employment application is available upon request.
A schedule of interviews, which is compiled by the human resources coordinator
and given to members of the interview committee, was also examined. The schedule of
interviews includes the date of the interviews, the location of the interviews, the names of
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applicants to be interviewed, and the times each interview is to take place. Time between
interviews may range for 20 minutes to an hour.
Printed at the bottom of each of the college’s official documents is the following
statement: MCC does not discriminate on the basis of age, color, national origin, sex,
disability, religion or age in admission or access to , or treatment of employment in its
programs and activities,. Compliance with Section 504 and Title IX is coordinated by the
dean of student services, 910 Highway 19 North, Minerva, MS 39307. 1-601-484-8707;
fax: 1-601-464-8635, email address. This is one way the school notes its declaration of
non-discrimination to its employees, students, and the public.
The documents described above reflected attempts to provide equal opportunity to
apply for vacancies. Noted are declarations of non-discrimination, and a formal process
for interviewing though no formal interview training was detected..
In addition to interviews and documents, observations were also an important
source of information for this case study. The researcher casually perused the campus and
observed the make-up of the faculty, student body, classes, extra-curricular activity
groups, organizations, and the interactions on campus. The observations were made on
different days at different times of the day at different locations.
Students, instructors, and administrators were observed in their natural settings
around campus for a five-month period that included the same time span that interviews
were conducted. Students were observed as they went in and out of instructors’ offices
and labs. African American students and white students were observed in student-teacher
conference situations with both African American and white instructors in different
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locations around campus. There were few Native Americans and Hispanics observed
among these students. A specific example of an observation involved a white
nontraditional female student and an African American female student who were
observed speaking with a white business instructor in her office. A similar scenario was
observed with an African American business instructor and two white female students.
On another occasion, two African American male students were observed in the library
with an African American female instructor as the instructor appeared to be giving
instructions on the use of the vertical file. An African American male student was
observed receiving help in a science lab by a white male instructor. A white female
student was observed receiving help in the office of an African American male instructor
and a white female was observed receiving assistance from a white female instructor.
Two Native American male students talked with an African American instructor. Two
males, a Hispanic and African American, spoke with a white instructor. Classes were
composed of African American, Native American, Hispanic, and white students taught by
African American and white instructors.
Observed also were African American and white students in study groups in the
library, campus labs, the cafeteria, and the student mall area as they appeared to be
working on assignments, planning projects and other activities, or just having leisure
moments together. Students and instructors were observed interacting across campus
during all times of the school day as well as during evening classes.
There was interaction observed between administrators and students; for example,
African American, Native American, and white students were observed in the offices of
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deans, in the offices of advisors and counselors, in campus security offices, in financial
aid and business offices, in the registrar’s offices and in the media center.
African American, Native American, white students, African American
instructors, and white instructors were observed as they attended and participated in
campus activities such as theater productions, assembly programs, blood drives, campus
festivals, club activities, holidays charity events, homecoming activities, sports activities,
graduation, honors programs, forums, and special projects.
African American and white instructors were observed as they served as academic
advisors to students. During registration periods, African American, Native American
and white students interacted beyond the classroom as they talked with instructors about
schedules for the next semester. Work study programs provide student workers and
office assistants an opportunity for interaction between students and instructors on
another level. African American and white students who served as work study students
were observed as they completed various tasks on campus in offices of the instructors to
whom they were assigned.
In addition to students’ daily interactions with instructors on campus in academic
and work study settings, they also interacted during sports activities such as basketball,
baseball, softball, soccer, tennis, and golf. Extracurricular activities play an important
role in the recruitment of students; consequently, the population of those teams is
significant to population of the student body and to this study. The men’s basketball
team is composed of 13 African American students and is led by a white male coach.
The women’s basketball team, led by a white male coach, is composed of 15 players: 12
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are African American, two are white, and one is Hispanic. The baseball team is
composed of 25 white students and one African American student and is led by a white
male coach. The softball team is composed of eight African American students and six
white students. This team is led by an African American male coach. The soccer team is
composed of 20 white students and one African American student and is led by a white
male coach. The golf team is composed of 12 white students and is led by a white male
coach. The tennis team, coached by a white female, is composed of 16 players: one
South American, one Australian, 14 white students. Seven are male and seven are
female. The cheerleader squad is composed of seven white female students and a white
male mascot.
Student participation in other extracurricular activities and the presence of African
American students and instructors in leadership-mentoring activities were also of interest
in the study. Phi Theta Kappa, an honor society found on most community college
campuses. Its purpose is to recognize and encourage scholarship among two-year college
students. Opportunities for the development of leadership skills, encourage service to the
community and stimulate interest in continuing academic excellence are provided
through this organization. Its membership is composed of 361 students and is advised by
two white instructors. Seventy percent of the members are white, 25 percent are African
American, three percent are Hispanic and two percent are Native American. The Gospel
Choir on campus has 26 African American members and is advised by two African
Americans. The MCC Chorus is composed of 13 African American students and 38
white students. This group is led by two white instructors.
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Another campus organization is the Multicultural Council, whose mission is to
promote cultural diversity to the campus and the community. This organization’s
members are as follows: one Russian female, one English female, one German female,
one Choctaw/Black male, three African American females, five African American males,
one Black/Filipino female, one Choctaw male, and one Hispanic female. There are three
sponsors for this group: one African American female, who is the founder of the
organization, and two white females.
The Ivy League Recruiters is another organization on campus. Its mission is to
promote and represent the college to the public for the primary purpose of enticing
prospective students to join the campus community as students. The group is made up of
the following: seven African American students, one Hispanic student, 19 white students
and one student classified as other.
Observations of peaceful coexistence between instructors and students were
evidenced by the absence of campus disturbances as documented by the campus police
records. There were no reports of hostile incidents involving students and instructors.
The dean of students also reported no incidents or complaints from students of
disturbances between students and instructors.
Observations of instructors and administrators who serve as academic advisors,
advisors of student organizations, work study supervisors, directors, and coaches
showed a respectful and cooperative existence among participants and leaders on
campus; however, a lack of diversity was found among the leaders and participants in
several organizations.
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In keeping with Marshall and Rossman’s (1999) suggestion to critically challenge
what seems obvious, I re-examined my interpretations of interviews, observations, and
documents for biases and misinterpretations. Although the patterns seemed obvious and
unquestionable, I tried to distance myself from the data and examine it objectively from a
different point of view.
In writing my data, I chose to present it by addressing the four research questions
separately according to the responses gathered from students, instructors and
administrators. Responses that were similar were presented together under each research
question in an effort to reiterate the commonality of the themes. Participants’ responses
to each question were presented as direct quotes and brief summaries. This method of
presentation was used to allow the reader to be exposed to the exact words of the
participants to capture the tone, mood, and colorful language of the participant’s
experience. I introduced each section by giving the original question and by commenting
on its significance. Responses from participants were then presented and brief comments
followed, emphasizing the common threads of those responses.

Issues of Rigor
Scholars have varying opinions regarding qualitative and quantitative research as
it relates to reliability, validity, and generalizability. Qualitative researchers, like
quantitative researchers, must have a way of showing accountability for the conclusions
they draw. Lincoln and Guba (1985) suggest “trustworthiness, credibility, dependability,
transferability, and confirmability as criteria for qualitative research” (as cited in Flick,
2006, p. 376). The following section explains the strategies used to address the following
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evaluative criteria in this case study: credibility, triangulation, member checks,
dependability, audit trail, transferability, rich, thick description, subjectivity, and ethics.

Credibility
“The credibility of a study is judged by both the adequacy of the research process
and the adequacy of the empirical grounding of the research findings” (Strauss & Corbin,
1990, as cited in Merriam & Associates, 2002, p.151). The research process in this study
was guided by detailed procedures designed to establish conceptual relationships among
categories of data. These conceptual relationships were formulated and tested by
reexamining each interview using a comparative method to test relationships. The
adequacy of the empirical grounding of the research finding addressed concepts,
linkages, variation and specificity, conditions, creative interplay, and process. Concepts
were generated from the data and systematically analyzed to insure credibility (Merriam
& Associates).

Triangulation
Triangulation is a term used to name “the combination of different methods, study
groups, local and temporal settings, and different theoretical perspectives in dealing with
a phenomenon” (Flick, 2006, p. 389). Four types of triangulation are identified by
Denzin (1989), data triangulation, the use of different data sources; investigator
triangulation, the use of different observers or interviewers to minimize biases; theory
triangulation, approaching data with multiple perspectives in mind; and methodological
triangulation, variation of methods and scales of measurement (as cited in Flick, 2006,
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pp. 389-90). To increase the theoretical generalization of results from a study,
triangulation, the use of different methods for the investigation, is advisable. An
appropriate range of data sources and analyses were used to conduct this study.
Different research methods were employed to explore different phenomenon, different
research questions were posed and answered through different mediums such as
interviews, observations, and document analysis. Responses were gathered from
different sources that included administrators, staff, faculty, and students. Research
questions were addressed from different angles or perspectives-- that of the research
observer, the interviewer, the casual observer, the document analyzer. Different methods
of inquiry provided different insights and different types of information. Factual
information from interviews, observations, and document analyses revealed a low
percentage of African American instructors. Opinions regarding the reasons behind the
low numbers were also ascertained from participants’ interviews. As an interviewer, a
casual observer, and a document examiner, the researcher also formed opinions regarding
the low number of African American instructors on campus from different perspectives.
Triangulation was realized through the use of different data sources as well as the
interviewing of participants from the standpoint of different ages, sexes, ethnic
backgrounds, job titles and positions, years of service, and classifications.

Member Checks
A common strategy for ensuring validity in qualitative research is member
checks. The participants are asked to comment on the researcher’s interpretation of data
(Merriam & Associates, 2002). “This is a process of having the subject of the research
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involved at multiple stages in the development of the results” (Morse, Barrett, Mayan,
Olson, & Spiers, 2002, p. 7). Maxwell (1996) also felt that member checks were an
important tool to accurate understanding of what the participants intended to describe in
an interview, ” It is the single most important way of ruling out the possibility of
misinterpretations of the meaning of what they say and the perspective they have on
what is going on” (Maxwell, p. 94). The purpose of member checks is to make sure the
researcher has credibly portrayed the participants’ perspective as well as to verify
information presented. Participants of a study can help triangulate the researcher’s
observations and interpretations through this activity. The process allows the participant
to examine rough drafts of the researcher’s writing where the actions or words of the
participant are featured. This may occur when data is first written up but usually occurs
when no further data will be collected from the participant. “The participant is asked to
review the material for accuracy and palatability” (Stake, 1995, p. 115).
During each interview, the participants of this study were asked periodically to
listen to drafts of their interviews for accuracy. They were also asked to look at notes
taken during the interview and to comment on the accuracy of the notes. When writing
from notes, if there were a question, I would place a phone call for verification to insure
accuracy.

Dependability
Dependability is defined as the state of being trustworthy. Reliability refers to the
extent to which research findings can be replicated. When a study is conducted and
repeated, if it yields the same results, it is said to be reliable. Reliability indicates
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trustworthiness or dependability. According to Merriam (1998), reliability is
problematic in the social sciences because human behavior is never static. However, the
purpose of qualitative research is not to isolate human behavior, but rather to describe
and explain the world as it is experienced. Due to the fact that there are many
interpretations of experiences, there is no benchmark by which to take repeated measures
and establish reliability in the traditional sense of quantitative language. Thus, Lincoln
and Guba (1985) have suggested that qualitative researchers replace reliability with
dependability and consistency which indicate the results of a study are consistent with the
data collected and implications given. This case study’s dependability was enhanced by
establishing an audit trail, triangulation, and member checks.

Audit Trail
Procedural dependability can be established through an audit trail. “An audit trail
is a series of starting points for producing and assessing the procedural rationality in the
qualitative research process” (Flick, 2006, p. 377). In other words, it is a method of
showing where a researcher went and what he was thinking (Merriam, 1998).
Proceedings, developments, and findings can be studied, assessed, and duplicated. All
types of research use this audit trails. An audit trail was established in this study keeping
a journal that noted activities of the research and by describing in rich detail how the data
was collected, interpreted, and analyzed. Explanations of why the site was chosen how
the themes were developed were also given.
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Transferability
External validity, the extent to which the findings of a study can be applied to
other situations, is often used to evaluate the merit of quantitative studies. This measure
is often referred to as generalizability. “The issue of generalizability centers on whether
it is possible to generalize from a single case, or from qualitative inquiry in general, and
if so, in what way?” (Merriam, 1998, p. 208). Rather than generalizability, qualitative
research uses the term transferability, which has to do with how well findings from one
context can be transferred to another context (Lincoln & Guba, 1985). The reader has to
ask what can I apply to my own situation from this study and what cannot be applied. It
is the reader’s responsibility to assess the applicability of the findings of one study to
another context. Triangulation and rich, thick description were used in this study to
enhance transferability.

Rich, Thick Description
Rich, thick description is a major defining characteristic of qualitative research.
According to Maxwell (1996), rich data are powerful for proving validity in studies that
involve interviews or observations. By creating a report rich in thick and detailed
description of setting, context, and situation, the reader will be able to identify with and
make connections with this study. Merriam (1998) described rich description as
information provided so that a reader could determine how his or her own situation
correlated with that of the study in order to make a decision as to how closely the
findings were to be conveyed to situations outside the original research.
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In this study, rich, thick description was used extensively to create a detailed picture
of setting, context, and situation that the reader could use for comparison purposes. By
creating a report rich in thick and detailed description of setting, context, and situation,
the reader will be able to identify with and make connections with this study.

Journal Keeping
Journal keeping helps with reliability of a study. Reliability refers to the extent to
which research findings can be replicated. Journal keeping is needed in order to establish
an audit trail. An audit trail in qualitative study describes in detail how data were
collected, how categories were derived, and how decisions were made throughout the
inquiry. The audit trail is dependent upon the researcher keeping a research journal or
recording memos throughout the conduct of the study. Record your reflections,
questions, and decisions on the problems, issues, and ideas you encounter in collecting
data (Merriam & Associates, 2002). Allowing someone else to read the journal can also
be very helpful in keeping the appropriate perspective.

Subjectivity
One of the characteristics of qualitative case study research is that the researcher
is the primary research instrument. Thus, one must be careful to tame one’s subjectivity
(Peshkin, 1988). Biases and personal relationships with the topic under study must be
acknowledged to the extent possible. In this section of the study, the researcher’s
experiences are detailed with the topic of study so that the reader may better understand
the lens through which this study has been generated.
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Graduating high school in 1969, I was not one of those African American students
who was thrust into the classroom with white students and white teachers as a result of
the 1954 case of Brown v. Board of Education of Topeka. The all deliberate speed of the
Supreme Court’s ruling that made compulsory segregation in public schools
unconstitutional was slow enough to allow me to graduate from the historically black
school that I had attended during my elementary and high school years. I, along with 28
other African American students, ventured out into the world one year before all the
schools in our area were completely integrated. My path led me to attend a historically
black college for the next three and a half years. Letters and newspaper clippings from
home kept me abreast of renovations that turned my former high school into an
elementary school, dismissals that left many of my former teachers unemployed,
demotions that reduced the duties of former principals to the duties of custodians,
destruction of class portraits, and the burning of library books and other materials that
had been so instrumental in our attainment of an education.
Graduating college brought a new awareness of the world and my place in it.
Successful pursuit of a BS degree and a Master’s degree a few years later led me to apply
for a teaching position at a local community college. I was granted an interview, but was
not hired. However, a young woman who had been in many of my classes as she also
pursued a Master’s degree was hired. There were few African American instructors
employed by the college. After another two years, I sought and attained an Educational
Specialist’s degree. Approximately 15 years later, I was finally hired at the community
college. At that time, there were still few African American instructors employed by the
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college. Student enrollment reflected a high concentration of African American students;
yet, there were few African American instructors.

Ethics
With any study, ethical decisions emerge on a daily basis. This study was no
different. Prior to beginning the study, traditional ways of conducting research as
mandated by the Institutional Review Board (IRB) were secured and followed.
Permission and a signed consent form which states the purpose of the study were secured
from and given to each participant of this study. The anonymity and confidentiality of
the participants have been and will continue to be protected. All interviews,
observations, and data collections for this study were handled in compliance with IRB
regulations.

Summary
This chapter focused on a description of the methodology and procedures used in
this study. Methodology and procedures included a discussion of the research design, the
rationale for using a case study design, the context of the study, the setting of the study,
a description of the participants, data collection methods, analysis of data, issues of
rigor and ethics. As the primary researcher for data collection, analysis, and fieldwork,
understanding the meaning that participants of this study have constructed regarding
the low percentage of African American instructors in community colleges was vital.
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CHAPTER IV
RESULTS

Introduction
This purpose of this study was to gain an understanding of factors that may
contribute to the percentage of black and white instructors at Minerva Community
College. The college employs 230 faculty, 27 of whom are African American. Of the
4,500 students served by this campus, approximately 1,700 of the students are African
American (MCC Unduplicated Count, 2006). Approximately 12% of the faculty is
African American while 38% of the student body is African American. These
percentages are reflective of the number of African American instructors and students at
this community college.
Over a period of approximately five months, three data collection methods, which
included interviews, observations, and document collection, were conducted in
examining factors that contributed to the low percentage of African American instructors
in the community college. The data collection strategy was determined by four research
questions guiding this study.
1. What direct and indirect factors contribute to the low concentration of African
American instructors in community colleges?
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2. What strategies are employed by the community college recruiters and
administrators to increase the number of African American instructors in
community colleges?
3. Why are African American instructors needed in community colleges?
4. What are the benefits of increasing the number of African American instructors in
community colleges?
Data revealed by responses gave insight into phenomena that contributed to the
low percentage of African American instructors in community colleges. Data were
divided into three major categories according to student responses, instructor responses,
and administrative responses. Data were further categorized according to themes.
Phenomena that affect the under-representation of African American instructors are
reflected in the following themes that evolved from participants’ responses during this
study:
1. lack of competitive salaries
2. lack of employment opportunities
3. discriminatory hiring practices
4. lack of desire or interest in the teaching profession
5. lack of encouragement
6. lack of mentors/role models
7. inadequate pool of graduates/competition for graduate students
8. unwelcoming campus climates
9. lack of qualified candidates
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10. inadequate recruitment efforts
11. inability to retain African American instructors.
Themes identified were intricately connected with each other to the extent that
many themes appeared to be sub-themes of the other. For example, lack of interest was
associated with lack of encouragement and lack of mentors and role models. Lack of
encouragement appeared to be the result of inadequate recruitment efforts as well as a
lack of role models and mentors. Inadequate salaries suggest a reason for lack of
sustained interest in the profession. Lack of qualified candidates is reflective of
inadequate graduate pools; inadequate graduate pools have a direct effect upon the
number of available qualified candidates and issues of supply and demand.
Discriminatory hiring practices are a symptom of an unwelcome campus climate, and an
unwelcome campus climate is reflective of discriminatory hiring practices. Both
contribute directly and/or indirectly to the lack of opportunity to participate in the
community college educational system. All themes are interrelated; yet, they lend
themselves to extensive discussion as separate entities.

Research Question 1
What direct and indirect factors contribute to the low concentration of African
American instructors in community colleges? Are these factors new and evolving or are
they well established factors from the past? Are they a part of written, documented
policy?
The first research question is important in determining what specific factors are
viewed as having an impact on the absence of African American instructors. The
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perception of how long these factors have been prevalent is also important to
understanding the depth of the issue. Perspectives from students, instructors, and
administrators on specific factors that impact the absence of African American instructors
in community colleges concentrate around the following themes: inadequate salaries, lack
of opportunities, inadequate pool of graduates/competition for graduate students,
recruitment and discriminatory hiring practices, unwelcoming campus climate,
retirement, lack of interest in the profession, and lack of encouragement.

Inadequate Salaries
The issue of inadequate salaries surfaced many times during this study. Students,
instructors, and administrators identified inadequate salaries as a major obstacle to
increasing the number of African American instructors in community colleges. Salaries
of community college instructors are not competitive with salaries of other professions,
including salaries of some high school teachers. The following statement from a 2004
article entitled Improve Faculty Salaries, $32,178,210 indicates the noncompetitiveness of community college salaries:
There is one area where community colleges can’t compete-faculty salaries.
Public school teacher salaries have zoomed past their community college
counterparts, and the gap keeps getting wider.

The last state-funded salary

increase for community college faculty was a 2-percent increase in January 2003,
while public school teachers will be in the fifth year of a state-funded salary
improvement (p. 2).
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Because of stagnant, inadequate non-competitive salaries among other factors, there is a
lack of interest in the teaching profession.
Little financial encouragement is given to enter the field of education when so
many other professions command greater salaries. Society, in general, does not project a
respect for the profession that was once enjoyed. As a result of this declining respect, the
role of the teacher is not held in high esteem today as it has been in the past. This is
reflected in legislative appropriations for funding community colleges; thus, lower
salaries for many community college instructors are the reality:
During a five-year period, FY2000-05, direct state funding of community colleges
was cut 17.1% (about $35 million) compared to just 7.4% for universities. During
the same period, K-12 funding increased 24% (Keep the door open and the
opportunities assessible, 2004, p. 2).
While funding for community colleges decreases, enrollment increases.
According to the National Profile of Community Colleges (2000), between 1965
and 1996, community college enrollment increased by more than 400%. The
National Center for Education Statistics shows in 1997, more students enrolled at
public community colleges than at public four-year colleges. At the same time,
the percentage of high school graduates who indicate they intend to continue on to
higher education is now approaching 80%, suggesting that at least some level of
enrollment increases will continue (p. 23).
Clearly, an appreciation for the community college and its role as reflected
through funding appropriations is questionable.
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Low salaries, cited by students, instructors, and administrators, is a major factor in
the hiring of African American instructors in communities colleges. Community
colleges, receiving little funding for teachers’ salaries, find it difficult to compete with
other employment entities who are able to offer higher salaries. According to the
Mississippi Association of Community and Junior Colleges, “Community colleges are
finding it increasingly difficult to recruit new instructors and retain experienced faculty
who are opting for higher paying jobs in public schools and the private sector or moving
to other states for better salaries” (p. 2).
Because of the low salaries offered by community colleges, prospective
instructors seek other jobs that offer higher salaries. These instructors are concerned
about earning sufficient salaries to support themselves and their families. Community
college instructors’ salaries do not provide this security. The concern and discouragement
of inadequate salaries is noted by a 19-year-old second-semester African American male
architect major who stated, “Low salaries discourage students from going into the field of
education at any level.” A similar sentiment was shared by a 22-year old white business
major who stated the following regarding the salaries of teachers and the effects on the
family: “Teachers do not make enough money to support their families. Nobody wants
to struggle that way.”
Not only do students see low salaries as a deterrent to attracting students to the
teaching profession, instructors also voiced the negativism of teaching in view of the fact
that teachers’ salaries are not very competitive when compared to those of other
professions. Teachers can pursue other professions and command a greater salary and
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better benefits as well, according to several instructors who were interviewed. One
community college instructor reflected on the economic issue this way:
From an economic perspective, money and supply and demand are issues that
cannot be ignored. A number of community college faculty are attracted to K-12
because of recent pay raises.
The importance of community college and K-12 funding disparities are reflected
in the following statement in the Mid-Level Funding Request FY 2008 report from
Mississippi Community and Junior Colleges:
The community college system is the major access point for higher education in
Mississippi. An obvious funding disparity exists. Mississippi community and
junior colleges need a stable, equitable funding source to maintain quality
programs and a broad range of services that directly benefit the economy of the
state…

In FY 2005, state funding per ADA (average daily attendance) per

student for K-12 was $4,158, state funds per FTE student for regional universities
was $5,473 and state funding per FTE student at community and junior college
was $2,645. Since FY200, direct state funds for community colleges has been
reduced 36%, while funding for university has increased by 9% and K-12
funding has increased 40.6% during the same time (pp. 1-2).
In view of raises appropriated for some designated educators, the low pay scale
for others discourages prospective instructors as well as those who have committed to the
profession. An established math instructor of several years noted:
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The pay scale is very discouraging to all instructors. The low salaries affect all
hiring in our educational system.

Mississippi's college and university faculty

salaries continue to lag behind national and regional standards, making the
recruitment and retention of qualified faculty even more difficult.
While all disciplines in the teaching profession are in need of instructors, the areas
of math and science are in dire need of instructors. The lack of available African
American instructors in this field is even more apparent because of the scarcity of math
and science majors of all races. The great demand for math and science majors along
with the salaries and benefits offered them makes it difficult for schools to be competitive
in attracting and retaining these majors. The limited number of candidates and low
salaries are addressed by a community college administrator this way:
Few students are majoring in math and science. Those who do major in math or
science are offered tremendous salaries in other areas. The educational arena
cannot compete. We need to increase our salaries and offer better incentives.
Another administrator noted and described the scarcity of African American math
and science instructors in community colleges in a similar manner, reiterating the salary
theme:
One problem that has hindered our ability to increase the number of African
American instructors and administrators on community college campuses is the
fact that when we are able to hire African Americans, we often are not able to
keep them because others are seeking to lure them away. With competitive
salaries from other entities, we cannot hold on to them very long. While this may
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be true of white instructors as well, there are more out there to choose from,
making it easier to replace them. There is a limited number of African American
instructors available, so this makes it more difficult to replace them.
Another community college administrator observed recent trends in educational
pursuits by African Americans and noted changes in the current acquisition of advanced
degrees by African Americans. He acknowledged an increase in the number of advanced
degrees sought and attained, but indicated the length of time required to complete the
degree along with financial factors that hinder immediate degree attainment delay
availability and hiring. His comments follow:
More and more African Americans are coming out [of college] with Master’s
degrees, but it takes time in the pipeline for them to reach where they are going to
go. However, other professions pay so much more that salary becomes a problem
for the recruitment and retention of a person who represents the minority.
Another administrator agreed that salaries are a factor and identified the
competitiveness of salaries as a major reason for few African American instructors:
Graduates are coming out of school and are able to get higher paying jobs at other
locations. They do not have to take a job with such a low salary range. We might
remedy this by offering higher salaries.
The theme of low salaries as a factor in the underrepresentation of African
American instructors was a common comment throughout this study. As the issue of low
salaries and their impact on hiring and retaining African American faculty was identified
and addressed, failure to accept a position because of a financially competitive work
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force was addressed in the following narrative from the perspective of a community
college administrator who possessed in depth knowledge of the hiring process:
In some instances, when an African American person was chosen by an interview
committee and offered a faculty position, the job was not accepted. The reason
for not accepting was the salary. It is not a salary that is based on one specific
race or sex. The funding comes from the legislature and the government. Many
times applicants apply to several colleges and universities that have openings.
Applicants usually choose the higher paying position.
The following example was also cited by another administrator directly involved
with hiring to illustrate the power of competitive salaries in attracting applicants:
I recall one particular instance when an applicant was given an opportunity to
accept position at the community college but had also applied at a university.
When the interviewing process was completed and the committee made its
recommendation, the university’s offer was chosen over the community college’s
offer. The university, of course, paid better, and there was also a better
opportunity for advancement.
The impact of low salaries as a factor has been identified by all entities of the
community college as noted by comments from students, instructors, and administrators.
While low salaries were identified as a contributing factor to the low concentration of
African American instructors, the source of the salary problem can be traced to
inadequate state funding and a lack of recognition of the value of community colleges.
“Quality teaching is the foundation of the community college mission. The legislature
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can level the professional field for two-year college faculty by giving equal consideration
to their salaries” (Improve Faculty Salaries, $32,178,210, p. 2).
When community colleges are not valued, community college positions become
less desirable. Community colleges operate on a budget, and the majority of the funding
for instructors’ salaries comes for the state legislature. The idea that community colleges
are not valued seems to be supported by the inequity in the funding they receive as
compared to the funding other educational institutions receive. This issue was addressed
and explained by one administrator as follows:
A community college instructor’s position is less desirable.

As long as the

legislature diminishes the statue [by limited allocation of funds] of the community
college as compared to secondary schools, we are going to have trouble recruiting
teachers of all colors. Secondary teachers make more money than community
college teachers. In the past, moving from a high school teaching position to that
of the community college was a sign of progress. That perception of progress is
rapidly changing. It is no longer prestigious to move from a high school faculty
position to that of a community college instructor position. The administrator
noted the failure to fund community colleges in a similar manner as other
educational institutions are funded as previous statistics indicated.
The theme of lack of interest (to be discussed later), whether it derives from a lack
of prestige in the teaching profession or other factors, was undeniably tied to the low
salary issue. As explained by one administrator: “Low salaries are part of the reason for
the lack of interest in teaching, which results in fewer applicants. When salaries are not
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competitive, candidates go where they can command higher salaries. Interest in the
profession and salaries are often intertwined.”
Observations of the role of salary are repeated by several participants in this
study. One administrator bluntly stated the following:
Refusal of job offers because of low salaries and limited opportunities for
advancement are major reasons for the low concentration of African American
instructors on community college campuses.
The impact of low salaries as a factor in hiring compounded by the scarcity of
available candidates, especially in the fields of math and science, was identified by
community college students, instructors, and administrators as major factors in attracting
and retaining African American instructors.

Lack of Opportunities
In addition to the identification of low salaries as a contributing factor to the low
concentration of African American instructors in community colleges, the lack of
opportunities was also cited by students, instructors, and administrators as a factor. A
lack of opportunity to participate and contribute in the educational system, to attain
personal and professional growth, to advance in the educational system, and to serve as
role models are results of the low representation of African American instructors in the
community college as described by a majority interviewed in this study.
The lack of opportunity, particularly in the South, was noted as a factor that is just
as important as the competitive salary issue when considering all the factors that affect
the low percentage of African American instructors in community colleges. When
142

opportunities are not available, chances to participate, impact, advance, and encourage
others in the classroom become nonexistent. The following statement from a 32-year-old
freshman business and office technology (BOT) major reflects on the absence of
opportunity and the disadvantages in teaching, She also addressee the salary issue, which
leads candidates to choose other fields:
In Mississippi, there is just not enough of an advantage to teach. You can
probably go out of the state and find more opportunities and earn more. People in
our culture tend to look for money and security. Mississippi does not have much
of that as far as I can tell. This lack of opportunity is a disadvantage to our
teachers and our students.
The absence of opportunities to grow in any profession hinders the growth of the
institution as well as the growth of individuals who make up the institution. According to
Turner and Myers (2000), Latino and faculty of color felt that their scholarship was not
taken seriously, that they did not have the same opportunities to publish and even had
their work devalued by their colleagues as minority issues and not genuine intellectual
pursuits or research. Minority faculty felt in many cases as if they were treated like the
token of the department and were only hired because of their ethnic status. Turner and
Myers also discuss faculty concerns about tokenism, marginalization, and chilly climate.
This climate does not lend itself to an atmosphere that is conducive to
opportunities of growth. Similarly, Schreiber, Juedes, Norlin, and Rhodes (2000) stated
that “one barrier to the recruitment and retention of underrepresented groups is nonsupporting environments” (p. 1). Failure to provide supporting environments and
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opportunities for African American instructors to become a part of the community
college network is a major factor in the underrepresentation of African American
instructors in the community college system.
One administrator expressed this view regarding the failure to provide
opportunities for growth:
I think we do ourselves a great injustice by not creating opportunities for black
instructors to be in front of the classroom sharing their life’s experiences and
add the value that they have to deliver to a world of majority and minority
students. I think we ought to embrace teachers of all colors and give them
opportunities to grow.
An instructor voiced the following opinion regarding opportunities to contribute
to the community college educational system: “Opportunities to grow should be made
available to all instructors. This begins with hiring and continues as instructors become a
part of the system. Opportunities to advance should be a part of that growth process.
This is not always the case.”
Another instructor also noted that opportunities for growth are not always given to
minority instructors. She noted that instructors are sometimes passed over for
promotions. The deserved recognition is not always given. This is discouraging, and
seemingly, minority faculty become less likely to encourage others to enter the field of
education.
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The issue of providing opportunities to advance is also seen as a long term and
short term problem. One administrator spoke of the impact of providing opportunities in
this manner:
When we hire and promote, we often lose those instructors and administrators to
others who are seeking minority instructors and administrators. This is an
example of what is happening all over the state. I see this as a long term and short
term problem. As a long term problem, we are to do our job and attract young
people and encourage them to go into the field of education. When we have an
opportunity to help people to achieve an education in long term, we need to do
that. Increasing the pool can clearly do that. The short term problem is more
grand. There is not much of an opportunity to hold on to faculty when other
states are paying higher wages. Teachers often leave for higher salaries.
Providing opportunities for growth and advancement is a major concern for
instructors, administrators, and students. One instructor voiced concern regarding lack of
opportunities as follows:
Few African American instructors are promoted to administrative positions.
When they are hired as instructors, they usually remain in that position throughout
their tenure here. This is frustrating. If opportunities for growth are presented
elsewhere, it is difficult to not consider accepting them.
One African American student noted the following observation and concern:
I do not see any African American administrators around here.

I want to

eventually become an administrator. I am not encouraged by what I see. I don’t
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have much hope that I can get such a position here if no one like me has been
given the opportunity.

Recruiting and Discriminatory Hiring Practices
Recruiting and discriminatory hiring practices were cited as factors that cannot be
overlooked in the low percentage of African American instructors. The issue of
discriminatory hiring practices was raised by students, instructors, and administrators as
discussions of how long African American instructors have been underrepresented
presented itself. The idea that the hiring of African Americans is directly related to the
absence or presence of African Americans in influential campus positions was suggested.
According to Colby and Foote (2006),
Opp and Smith’s (1994) study of recruitment and retention of minority faculty
highlighted a number of institutional factors that served as predictors of whether a
college had a high percentage of underrepresented minorities on the faculty.
Predictor influencing both recruitment and retention include having an African
American, Mexican American, or American Indian vice-presidents of academic
affairs; the amount of contact that vice-president of academic affairs had with
minority students and faculty; and having minorities serving on college-board-of
trustees (p. 1).
One administrator explained that student recruitment plays an important role in
faculty recruitment.
Recruiters are directed to ‘target all students, regardless of race or age.’ Faculty
makeup is often influenced by the student population and vice versa. Thus, the
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issue of underrepresented minority faculty is both directly and indirectly related to
student recruitment. Student recruitment is key to the development of a diverse
faculty as it is key to the development of a diverse student body.
While recruitment is acknowledged as a key issue, another administrator recalled
the past to explain the difficulty in recruiting African American instructors and the
reasons community college were unable to hire representative numbers of African
American instructors:
First, there were not many African American master’s degree level people who
were interested in coming to teach with us because they were so highly recruited
by the universities. Secondly, even if we could locate a person, when we got an
interview, our salaries were so laughably low. Any engineering firm or book
company or university could offer four times what we were offering, so the few
that we could locate, we could not attract because of salary. Limited employee
and community/social benefits were also a concern when positions were offered.
Community and social benefits helped to establish the climate on and off campus,
which influences a candidate’s decisions regarding employment for himself and
his family. Prospective employees want inviting campus climates as well as warm
social climates in the community for their families.
Several instructors suggested inadequate recruiting efforts as another major issue
responsible for the low number of African American instructors. When attainment of a
goal is desired, sustained efforts were required in order to reach that goal. This is the
case with the goal of recruitment of African American instructors in community colleges.
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Recruitment is not only a tool that is effective in soliciting students, it can also be very
useful in soliciting instructors. The lack of sustained efforts to recruit teachers results in
failure to increase the number of African American instructors. One instructor stated the
following:
A lack of or inadequate recruiting efforts cannot be ignored. Perhaps guidelines
by the state which require the hiring of minority candidates to be based upon the
make-up of the student population would help to increase the number of
African American instructors.
Another instructor saw the inadequate recruiting efforts as a result of the
dominance of the white male authority figure: “The white male has always been in charge
of making major decisions and deciding who is hired in the educational arena is another
area of dominance.”
While having African Americans in positions of power is suggested as having a
positive effect on the hiring of minorities, the opposite was suggested in their absence.
The issue of comrade officials in charge of the hiring process surfaced as a possible
hindrance to the hiring of African American instructors. A well-placed buddy system
would eliminate African American candidates who do not have a buddy within the
system. This idea is reflected in the following statement from a 38-year-old African
American female sophomore majoring in business and office technology:
“Black teachers, like black students, do not receive the same kind of help and
support in getting jobs that white teachers and students receive.”
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The absence of African Americans in administrative or leadership positions seems
to be indicative of their absence from the faculty as indicated by the following statement
from a student:
If few African Americans are in leadership positions, the chances are less likely
that they will have the opportunity or the influence to encourage the hiring of
someone like themselves. The result is few African American instructors are
hired.
The population of the student body was also cited as a reason for the low percentage of
African American instructors. When the student body is predominantly white or African
American, the ratio of the instructors is often the same as the student body. This was not
the case at the community college cited in this study. Twelve percent of the faculty were
African American although the student body was approximately 50% African American.
One student’s statement reflected the case of the campus in this study: “When a
student body has more white students or an equal number of white and African American
students, white instructors are more likely to be hired.”
One student, a Native American male, took school size into consideration as an
explanation of the situation on this campus. He noted that there are few African
American instructors because of the size of the school. He reasoned that there would be
more African American instructors at a larger university.
Recruiting and hiring processes play a very important role in determining the
racial makeup of a campus. Fair and consistent hiring practices are essential in
establishing an atmosphere of equality. Ager (1998) states:
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One of the most challenging issues facing diversity leaders is the task of
recruiting and retaining a diverse faculty body.… Sometimes, you have to review
the rules of the game to make sure that you are applying them fairly to everyone
The search process for new faculty members is a good place to begin (p. 1).
The perception that administrators choose not to hire African Americans was
voiced by some students while others questioned the availability of African American
instructors. Statements that illustrate these different perceptions follow, “Those in charge
of hiring simply do not hire more African American instructors,” according to one
student.
A 46-year-old African American female noted the scarcity of applicants, but
voiced a similar sentiment of concern regarding the hiring process: There are not many of
us in the field applying for jobs in education, but we have to also look at the hiring
process. Other observations and comments by students also acknowledged the scarcity of
applicants while voicing concerns about the hiring process.
A 22-year-old white female Coding, Billing, and Technology (COT) major said
there are few African American instructors because the college does not hire more, but
she also noted that few apply for positions. She stated that the student population has a
lot to do with it, while a 60-year-old African American nursing major noted that she was
unsure of hiring factors, but went on to say, “Maybe the people are not there to hire.”
A 19-year old sophomore white male noted: “Everybody ought to get equal
opportunity. I do not know about hiring here.”
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Still, a 36-year-old African American female surgical technician major was more
adamant about the reason for the absence of African American instructors and stated,
“Maybe they just don’t want to hire any.”
An 18-year-old African American nursing student stated: “There are certain jobs
whites will allow African Americans to have, and there are certain jobs they will not
allow. This is probably one of them.”
Several other observations dealt specifically with what students viewed as the
administration’s role in past and present discriminatory practices. What they perceive as
discriminatory practices and stereotyping on campus suggests those behaviors are
responsible for the low concentration of African American instructors. One view on
stereotyping was voiced by a nineteen year-old African American freshman majoring in
Web development:
The state of Mississippi is still dealing with stereotypes that label people
according to skin color, and the hiring of teachers is no different. Some people
continue to believe that all African Americans are incapable of teaching. This
idea seems to be reflected on this campus since there are few African American
instructors.
A number of those interviewed felt that past practices of discriminatory actions
continue to impact the hiring of African American instructors today. Views on historical
discriminatory practices cited by one African American male, 25 years of age, majoring
in social work follow:
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The low concentration goes back to the days of segregation. Churches remain
segregated, so it is not surprising that schools, though not segregated, have a low
number of African American instructors. Discriminatory hiring practices are not
new, but have existed for years.
Even those students who admitted to having no idea about the reason African
American instructors was not hired noted a need for “open minds.” For example, one
African American law enforcement (male) major said that he had no idea why there were
so few, but added, “People need to be more open-minded and become one community
that includes all people.”
Instructors voiced views that were similar to those voiced by students regarding
factors that influence the hiring of African American instructors. They noted
discriminatory hiring practices and campus climate as factors that affect the hiring and
retention of African American instructors. Several participants expressed concerns about
the way positions are advertised and filled. Concerns of discriminatory hiring practices
were voiced by one administrator in the following observation:
When positions become available, it seems that African American candidates do
not qualify for the positions. There has to be a better way of screening for
applicants. The policy has been to hire the most qualified applicant for the job.
There seems to be a lack of consistency. Little advertising seems to take place for
some positions. Everything seems to be internal. More open advertising seems to
be needed. This practice seems to have contributed to the low concentration of
African American instructors.
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Hiring practices became evident during interviews as a contributing factor for the
low percentage of African American instructors. One instructor expressed the view that
African Americans are not given the opportunity to show that they can perform, resulting
in qualified African American candidates being overlooked. The following statements
regarding hiring were made by a veteran instructor:
African American instructors are out there, but are being overlooked. However,
this can be remedied by getting the board of trustees, the president, and
administration involved in recruitment efforts. While an identification of race is
no longer required on most applications, efforts must be made to fit the person
with the job requirements. We need to look at who can best relate to a particular
student population and situation and hire accordingly.

The best qualified

candidate and diversity in the classroom are important for African American
students as well as non-minority students.
While one participant noted that “no qualified African American candidates are
available” as the reason for the underrepresentation on community college campuses,
others noted the need to recruit in areas where candidates are likely to be found.
Strategies for recruiting faculty of color, according to Colby and Foote (2006), include,
but are not limited to, the following:
Ensure a commitment to institutional diversity from the highest levels of college
administration, initiate programs that aggressively seek well-qualified minority
candidates through wide a variety of networks and personal contacts, maintain
on-going dialogues and possibly faculty exchanges with historically black
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colleges, include minority members on interview committees, and utilize minority
media in recruitment campaigns.
Many qualified applicants can be found at historically black colleges and
universities (HBCUs). There was an overwhelming consensus from students, instructors
and administrators that HBCUs are ideal for finding African American candidates for
teaching positions. Officials at HBCUs know or can easily determine the students that
are graduating, their GPAs, and their employment interests. Involving HBCUs in the
search for qualified applicants was one of the best tools to use to increase the number of
African American instructors in community colleges, as indicated by interviewees’
responses. Noted was the fact that though administrators have not always seriously
sought to recruit candidates from minority universities and colleges, the potential is
acknowledged. According to one administrator, making historically black colleges and
universities aware of vacant faculty positions at community colleges is the first step in
recruiting from these institutions. This type of recruitment effort has the capacity to give
direct access to an accessible pool of available minority candidates.
Another administrator also acknowledged the fact that HBCUs are places to seek
minority candidates, but stated that the pool of African American applicants is very low,
especially in the science and math areas, as previously stated.
A final philosophical observation expressed by one administrator regarding the
origin of unequal representation of African American instructors among community
college faculty is expressed in the following narrative:
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Because the problem has been around for a long time, it will take some time to
change it as this involves changing the mindset of individuals. The problem of
few African American instructors on campus is both simple and complex. It is
simple in terms of the fact that we are still catching up to that period in history
when African Americans were not afforded the same opportunity as white
members of society were. I mean opportunities for education. We think that a lot
of time has passed, but let’s face it: we can remember when we lived in a world
when our communities’ doors, if they were open at all, were not very wide.

I

really think that that is the simple part of it. It has not been enough passage of
time since the Civil Rights Act, since the Civil Rights Movement, since people
have become more sensitized and aware of the fact that we are all the same. I
have discovered that regardless of our socioeconomic background or the color of
our skin, whatever our differences are, we are really all the same. I don’t want to
get too philosophical, but I think that for a long time, Christians did not act like
Christians for many years. They just overlooked that part of the scripture that
dealt with no distinction. It is clear that in the Judeo Christian teachings that God
makes no distinction. So if man was making a distinction, it was man. We have a
social change that takes time, but we are still suffering from catching up, getting
old, moving on; we are not done yet. We talk about a movement that is

still

going on. It is not finished yet. It is a work in progress, as we all are. So I think
that is a part of it. That’s the simple part. It just takes time.
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Interviewees viewed the makeup of the student body as a reason few African
American instructors are hired; others recognized a buddy system with officials in
positions of power and an unwelcoming campus climate as major contributing factors.
Such practices tend to create a faculty that is not diverse while creating campus climates
that are not conducive to inclusion and equal opportunities. Although some interviewees
noted that few African American students are available or interested in the teaching
profession, the majority stated that they are out there, but few in authority genuinely want
to find them.

Retention, Campus Climate, and Retirement
In addition to the need for increased non discriminatory recruiting and hiring
practices as a means to insure the presence of African American instructors on
community college campuses, those interviewed noted that retention plays an important
role in maintaining a representative number, and campus climate plays an important role
in retention. Interviewees explained that an environment that does not present a friendly
and comfortable atmosphere is not likely to draw or retain African American instructors.
A good working environment must be conducive to fairness, professional growth and
team spirit Campus climate is one extremely important issue that school officials have
direct control of as it relates to retaining faculty.
One instructor stated the following: “A working environment is very important to
job satisfaction. When an instructor does not feel a part of a workplace, the job becomes
less satisfying.” He explained that retention of faculty is difficult when a teacher does
not feel a certain level of comfort with his peers and supervisors.
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Job satisfaction is an important issue for any workplace (McJunkin, 2005). A
community college is no different. This point is illustrated by one instructor who noted
that she enjoys her job especially because of the relationships she has been able to
establish with colleagues and supervisors. She noted that if this were not the case, she
would not hesitate to seek other employment.
“Campus climate is a concern to some degree of all employees, regardless of the
job. It is important to work in an atmosphere that is comfortable, satisfying, and fair.”
Satisfaction with campus climate is especially important when a job requires
much interaction with others on a daily basis as that of an instructor does. When people
work closely with others and the success of the job depends upon that interaction, attitude
and team work are detrimental to effectiveness of the job and to job satisfaction.
One instructor noted the relationship between campus climate and job satisfaction
is an important one and stated that mobility also affects retention:
While the campus climate is a major factor in a college’s ability to retain
instructors, there are other important factors that affect retention as well. Mobility
is one such factor. People, including teachers, seldom remain in the same location
for a lifetime. Mobility is affected by marriage, job advancement opportunities,
health concerns, and many other changes. When marriage occurs or a spouse gets
a job transfer, or the health of a family member requires a different climate,
naturally the family follows. This, of course, affects retention.
Another instructor spoke of how job transfers take a toll on faculty retention.
“Living in a mobile society where so many people are flexible means losing good faculty
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that may have been crucial to the diversity of a staff. This becomes especially true when
single people make up a major portion of a workforce; relocations are expected.”
Retirement is another factor that affects retention. Retirement is noted by
administrators as well as instructors and students as having an effect on the number of
minority instructors at a community college. When a campus has been fortunate enough
to establish a diverse faculty, retirement tends to erode that diversity as veteran
instructors choose retirement for a number of reasons.
Some instructors choose to retire to pursue second careers or to enjoy the rewards
of years of employment. One instructor noted how retirement erodes the diversity of a
faculty that sometimes takes years to build and even longer to rebuild. She stated, “with
many baby boomers retiring, replacements are not reflecting the kind of diversity some
schools had previously achieved.”
According to one administrator, “Though a minority presence has been
established on this campus, retirement of minority faculty has eroded the progress that he
was so proud of.” Retirement and the problems it poses are addressed by another
administrator this way:
Another concern is the growing number of faculty who are eligible for retirement.
This makes it a supply and demand issue. Though we have hired a number of
African Americans in various positions, the higher we go, the fewer there are.
When those faculty members reach retirement age, they leave faculty positions
that are difficult to fill with minority candidates.
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Depending upon who was interviewed, different responses were given to the same
question. This was the case with the responses given by several administrators regarding
the low concentration of African American instructors. While some administrators cited
the loss of African American faculty through retirement, the lure of more attractive job
offers elsewhere, and the lack of suitable candidates as major factors, others stated that
positions are not available because there is little turnover in the school system.
The following observation was made by one administrator:
In many schools, the turnover is low, and people are not retiring. They seem to be
working longer because of economic conditions and other factors. When there are
not positions or openings available, then hiring is not an option.
This observation seems to contradict previous statements noting that baby boomers are
retiring and are not being replaced due to a lack of suitable replacements as opposed to
the notion that positions are not being vacated because people are working longer. One
administrator addressed the effects of retirement on diversity this way:
Seasoned teachers are difficult to replace for several reasons. They know the
system and the character of our student body. New teachers hired to replace retirees have
to learn these things as they adjust. Retirees take with them years of experience as well
as the delicate balance achieved by their presence.
Another administrator noted that many current instructors are nearing or have
reached retirement age. He stated, “it will be difficult to replace the African American
instructors with other African American instructors. There have been few to none in our
pool of applicants in the past. This is especially true in the areas of math and science.”
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These are factors that directly affect the retention of all faculty, including African
American faculty. The low percentage of African American faculty is sometimes related
to factors such as lack of retention due to marriage, job transfers, campus climate and
retirement. Campus climate is the one factor over which college campus officials have
the most control (Clements, 2000).

Inadequate Pool of Graduates/Competition for Graduates
The theme of inadequate graduate pools and the intense competition for minority
graduate students surfaced as factors that contribute to the absence of representative
numbers of African American instructors.
Community colleges find it difficult to attract and hold advanced degreed African
American instructors, in part, because they tend to move when other institutions make
more attractive offers of salary and position. Little is accomplished when a few excellent
people move from one institution to another. The establishment of a diverse faculty is
difficult when retention and job satisfaction are low.
Several instructors noted the lack of available African American instructors with
advanced degrees as a reason for the underrepresentation in community college
classrooms and noted that the problem of availability has existed for many years.
One instructor shared this observation: “I think our applicant pool is very small,
and it very seldom contains minority groups. This is not something that has just
occurred.”
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One African American instructor observed, “Many of our students are not going
to graduate school. Some are training for two-year programs. They are accepting jobs
that require the two-year degree.”
The following observation from an administrator addressed the fact that the low
concentration of African American instructors is due to a low applicant pool and
suggested that this is not a new factor, but one that has existed for some time, “when we
look at the students who are graduating from the universities’ graduate programs, there
are few, if any, African American students. They are not there. They have never been
there in sufficient numbers.”
Another administrator commented on offers from other colleges and universities
that lure instructors away: “Each time we think we have an African American instructor
or administrator who has obtained a graduate degree, he receives an offer from some
other college, often in another state, and chooses to leave.”
Other students, instructors, and administrators interviewed in this study also cited
inadequate pools of graduates as a major reason for the lack of African American
instructors in community colleges. Underlying reasons for the low enrollment in graduate
programs ranged from students’ lack of interest to a lack of educational funds to hostile
environments.
One African American female business major stated that she has no interest in
continuing her education. She stated, “I just want to complete my program and get a job.
I cannot afford to keep going to school.” She showed no interest in graduate school
because she could not afford it.
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Another student stated that he had secured a loan for one semester and would
have to get a job before he could afford to enroll in another class. While some African
American students are just not interested in the teaching profession, others do not have
the funds to continue their education beyond the undergraduate degree. The students
cited in this study must seek employment based upon the undergraduate degrees they
expect to earn. These restrictions place them at a disadvantage when competing with
other candidates who have earned advanced degrees.
Williams (1991) observed that African American scholars voice the concern that
their research interests and other scholarly pursuits are often unnoticed or not recognized
a having merit by colleges and universities administrators. The most earnest efforts are
overlooked. When one’s work is not encouraged and appreciated, academic growth
becomes difficult.
One instructor described her observation of a student who encountered a hostile
situation in graduate school:
The student managed to gain acceptance into a graduate program to continue her
education but encountered difficulties in getting a scholarship and loan. After
securing admission, she was the only minority student in her program and found
little support from her instructors and other students. In fact, hostile behavior
such as isolation, avoidance, derogatory remarks, and racial slurs were often
encountered.

These types of incidents made it difficult for her to continue

graduate studies.
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The obstacles noted are often faced by African American students who attempt to
earn undergraduate and graduate degrees as well as new instructors who embark upon
new teaching careers. No doubt, a number show no interest in continuing their education
because of hardships similar to those described by the following non-traditional African
American student who returned to school after several years of working:
This is my second attempt to attend college. I had dreams of attending college
when I finished high school, but the money was not there. I enrolled, but could
not afford to continue. This occurred years ago, and there was no one telling me I
could do it. Sometimes I felt like people wanted me to drop out. Eventually, I
did.
Many students experience the isolation that comes from hostile environments and lack of
encouragement. Potential community college instructors are lost when this occurs.
Thematically connected, as previously stated, an inadequate pool of candidates
often leads to competition for the few graduates that are available. Competition not only
takes a toll on the availability of science and math majors, who are usually cited as being
in high demand, it also affects the availability of candidates in other areas as well. For
example, competition was cited as a problem in finding and hiring instructors in the area
of physical fitness.
According to one administrator, few African Americans go into fitness and
wellness; instead, they are drawn toward athletics and sports. We have not had the
opportunity to interview any for physical fitness instructor positions. The reason we are
unable to hire African Americans is because of the competition. If there is someone who
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meets minority qualification, I think there is a competition to hire. For example, I had a
very bright African American male student who worked here. He was in high school
and was also taking college courses. We wanted to keep him here but could not. Other
universities recruited him and offered him everything because he was such a great young
man.
Even our local talent gets away from us because of the money and jobs larger
universities can offer. I don’t know how we are supposed to keep our young people
here or attract good instructors when the pay is so much better somewhere else. And I
don’t know what that says. If we can’t keep the best in our own area, then where are
the role models? It is almost like a Catch-22.
Another administrator summed up the situation with the following statement: “We
are fighting over finite numbers in an effort to get minority instructors, and they are not
there.” Students, instructors, and administrators agreed that inadequate pools of graduate
students, competition from other community and senior colleges, as well as competition
from other high salaried professions are contributing factors to the low representation of
African American instructors in community colleges.

Lack of Interest
Lack of interest in the teaching profession is another reason given for the low
concentration of African American instructors in community colleges.
A revolving door teaching profession is not good for teachers, students or schools or
communities. The departure rate for teachers is reported as 13.2% a year compared to
11% in many other professions. The National Commission on Teaching and America's
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Future reports that over 30% of teachers leave within their first five years of teaching.
Almost 10% of those who started teaching in 1993-94 left the field within three years.
Many different reasons were suggested for this lack if interest. Students stated
there is little interest in teaching among young people because African Americans
shy away from leadership positions. While various reasons are cited for the lack of
interest, in some cases, no reason other than no interest was given. One such
explanation is noted in the following statement by a 22-year-old white male
respiratory therapy student, “They [African Americans] are just “not interested in
becoming teachers.”
Another 21-year-old African American female nursing major cited the following:
“Many African Americans do not go into education.” She continued, “They choose to
study other fields. There is no money in teaching; therefore, there is little interest in it.
And they don’t find it to be an exciting profession.”
A 19-year-old white pre pharmacy student stated the following in regard to
African American students: “Don’t want to teach. There are other fields that are far
more interesting that take less preparation time.”
A similar lack-of-interest sentiment was expressed by an 18-year-old pre
pharmacy student and a 19-year old medical office and technology (MOT) student:
“Teaching is not for me. I am not interested in that job.”
Based upon responses from students interviewed, students today are not interested
in the classroom. One student summed their views this way: “It is not exciting, the pay is

165

too low, it requires too much daily preparation, the students are not disciplined, and no
one really appreciates what you do.”
With such an extensive list of negative expectations of the teaching profession,
the overriding responses from students are not encouraging in regard to increasing the
number of African Americans in the classroom.
One 20-year-old African American male, a sophomore, took the idea of lack of
interest a step further and suggested that some African American instructors shy away
from leadership roles. He stated:
Lots of African American instructors tend to be followers rather than leaders.
Most would rather be an athlete than a teacher or an administrator. These jobs
carry the possibility of higher salaries and some degree of recognition and
prestige.
Another view voiced by a Native American student is that African American
students lack interest in teaching because of a fear of leadership roles. He stated, “They
fear some leadership positions and let those opportunities pass. They are afraid of what it
will require of them.”
While students say that the interest to become a community college teacher is not
there, others express an interest that comes and goes. They are unable to commit long
enough to seriously prepare for the profession. Students noted that some prospective
African American instructors complete the program for teaching, but the interest does not
last, as illustrated in the following example, “Several prospective teachers that I know
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failed to follow the career path they trained for.” A 23 year-old African American early
childhood major continues,
A lot of people go to college to be instructors, but many do not go into the fields
they studied. They tend to find jobs in other areas.” The absence of a desire to
teach was also noted as a recurrent theme among responses from instructors.
Another African American instructor shared the following experience regarding
his desire to avoid teaching:
I remember saying that I would never be a teacher, but it is something that I
gravitated to and learned to love. At that time, I did not think of it as being
interesting or rewarding. I have come in contact with students who share the
attitudes I once had. Many students do not perceive teaching as a desirable
career.
The negative connotation of being a teacher was often cited as a factor that causes
prospective students to shy away from the profession. One instructor noted that many
students’ perceptions are, “Teaching is not the cool thing to do. So they stay away from
it.”
Lack of interest is another factor that contributes to the low percentage of African
American instructors in community colleges. Several reasons for the lack of interest
were cited by students and instructors. Those closest to the profession noted that
negative connotations of the roles of teachers, poor salaries, discipline problems, lack of
excitement, fear of leadership, and no desire to commit to teacher preparation were are
reasons given for the lack of interest in the teaching profession.
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Lack of Encouragement and Recruitment Efforts
The theme of lack of interest in the teaching profession was noted as a factor in
the low representation of African American instructors; however, many attributed the
lack of interest to a lack of encouragement Many African American students are not
encouraged by family, peers, teachers, educational institutions, or the community to
become teachers.
One African American instructor indicated the following: “Not many apply for
these jobs because they do not feel like teaching is something they would want to do, and
their culture has not encouraged them to want to become teachers.”
The culture has to be conducive to providing the needed encouragement. Key
people must be in place to provide that encouragement. Blackwell, a noted sociology
professor, observed that Those institutions that had Black faculty did a far better job of
recruiting, enrolling and graduating Black students than those that had a few or none
(Willie, et al., 1991).
One 28-year old African American female student suggested that complacency
and a failure to insist on teacher training as the problem:
This is the reason for the low concentration of African American instructors. No
one is encouraging and insisting that we enter the teaching profession. Culture
does not push. We accept the absence [of African American teachers in the
profession] and do not question it.
An 18-year-old Native American student majoring in pre-architecture expressed a
similar view regarding the lack of encouragement:
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Culturally, they [African American students] might not be encouraged enough to
choose a teaching career. Others might shy away from that career because they
perceive that is viewed as nerdy or not culturally acceptable. Encouragement is
not there to help them get past this negative attitude.
The lack of encouragement was also suggested by an administrator as an area that
is often overlooked. She suggested the need for encouragement by others:
Young people need encouragement to go into the teaching profession. Serious
mentoring of our younger African American students is missing. This is a key
element in securing additional African American instructors.

Encouragement

from a mentor can be key in the lives of prospective instructors. Role models
cannot be overlooked as a potential for encouraging others to become instructors.
Another perspective on the lack of support from others is described by a nineteen
year old elementary education major who stated that African Americans discourage very
easily:
If there is no one there to support them and help to keep their minds on the right
thing, they get off track. They tend to want to keep up with the Joneses and want
to get rich quick. When they do this, they neglect education. We need to push and
encourage students to become lawyers, doctors, and teachers. They need this
support.
Students attribute the low concentration of African American instructors in
community colleges to a lack of initial and/or sustained interest the teaching profession, a
lack of desire for leadership roles, a lack of role models, and a lack of encouragement.
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One instructor suggested that the desire to teach is not always nurtured or
encouraged, thus contributing to the problem of availability. She continued by discussing
the importance of qualifications and appropriate preparation. She stated,
A lack of preparation in the field of education means a lack of qualified
applicants.

This

is

another

reason

African

American

instructors

are

underrepresented. There is always the bottom line of qualifications. In addition
to lack of preparation, other job opportunities pay far more than we can. So those
who are qualified tend to accept other positions. This is a factor when seeking and
attracting all qualified instructors, not just African Americans.

Lack of Preparation
Closely related to the theme of lack of encouragement and recruitment is lack of
preparation. Regardless of encouragement and recruitment efforts, unprepared
instructors are cited as another reason for the low percentage of African American
instructors in community colleges. Those interviewed expressed the feeling that
unprepared instructors should not be permitted to enter the ranks of the community
college faculty. Many factors were cited by those interviewed as being responsible for the
lack of preparation. Inadequate programs of study, failure to apply oneself to studies,
absence of tutorial support and financial and personal problems can affect a student’s
ability to properly prepare for a teaching profession or any profession. Failure to
discipline oneself and failure to live up to the rigors of an educational program are also
setbacks that can result in an unprepared graduate, according to students, instructors and
administrators.
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Many students noted a lack of preparation as a possible reason for failure to hire
representative numbers of African Americans. For example, a 19 year-old African
American female medical lab technician major, voiced the opinion of many in regard to
qualifications: “Not as many are qualified to teach,” she said.
Not all students cited a lack of preparation as the reason for the low concentration
of African American instructors. One opinion reflected the opposite point of view
regarding the preparation of African Americans. When a first semester 19-year-old
African American pre pharmacy major was asked why there are so few African American
instructors in community colleges, she stated, “I’m not sure. There are many qualified
African American teachers out there who are prepared to do the job. I don’t know why
there are so few hired.”
While many students had definite opinions about why African American
instructors are underrepresented in community colleges, some noted that they did not
know why, and others stated that they had never given it any thought. A 20-year-old
African American male majoring in computer science simply responded, “That is a good
question,” but gave no other response regarding the reason.
A 31-year-old white male stated, “I don’t think a lot about it.” There were several
others who voiced similar sentiments as the second semester 45-year-old white female
who stated she had never really thought about why there are so few African American
instructors on campus. Many students focus only on why they are in school and pay little
attention to other issues such the hiring of African American instructors.
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The students interviewed were not aware of any documented policy regarding the
hiring of African American instructors.
One instructor noted that students are often unprepared to take on the role of an
instructor. Just as students come to undergraduate classes unprepared, the same is true of
students who train to become teachers.
Another instructor cited a personal experience regarding some of her peers who
were in the teacher education program who dropped out because they were unprepared
for the rigors of teaching. Some even complete the training and find that it is not what
they desire.
One administrator noted that students are not adequately prepared early in the
teacher education training by instructors about what teaching entails. They enter the field
with inappropriate expectations:
Another administrator cited inadequate teacher-education programs:
Students are not always given the support they need to become successful
teachers. When students are weak in their basic education, extra support is needed
to bring them up to acceptable standards. If they do not get this extra help, the
drop out or enter the profession unprepared.
Students, instructors, and administrators hold different opinions regarding lack of
preparation and the absence of African American instructors. These opinions are based
upon perceptions, observations, and personal experiences.
Several themes evolved from in depth interviews with students, instructors, and
administrators regarding the phenomena that contribute to the low percentage of African
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American instructors at community colleges. Inadequate salaries, lack of interest in
teaching, lack of opportunity to advance, discriminatory hiring practices, lack of
encouragement, inadequate pool of candidates, and unwelcome campus climates were the
major themes that evolved from discussions of Question 1 from this research study.

Research Question 2
“What strategies are employed by community college recruiters and
administrators to increase the number of African American instructors in community
colleges, what policies govern the strategies, and when and how have the strategies
changed?”
The second research question is important in determining what specific policies
and strategies are currently employed to increase the number of African American
instructors on the community college campus. A significant component in determining
underlying factors that contribute to the phenomena of the low percentage is the
identification and examination of strategies and policies used to increase the number of
African American instructors. After identifying these strategies and policies, it is also
important to note the extent of their effectiveness.
Student participants in this study indicated no awareness of strategies and policies
used by college recruiters and administrators to increase the number of African American
instructors at the community college; therefore, Question 2 is not addressed from the
students’ perspective.
Instructors and administrators addressed specific strategies and policies employed
by community college recruiters and administrators to increase the number of African
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American instructors in community colleges. Specific strategies noted as useful in
increasing the number of African American instructors are thematically categorized as
follows: encouragement of teachers, improvement of campus climate, provision of role
models and mentors, nurturing of precollege students, increase in salaries, and
implementation of recruiting and hiring procedures. Several themes are closely related
and, therefore, are discussed together. Phenomena identified earlier as contributing
factors to the low percentage of African American instructors were also identified as
strategies to increase the number of African American instructors.

Encouragement and Campus Climate
Encouragement is defined as the act of inspiring with hope, courage, and
confidence. Encouragement is a key strategy for those who hold little hope of success, for
those who lack the courage to try, for those who have no confidence in their abilities.
When encouragement is given genuinely, it can make the difference between success and
failure as one instructor noted in regard to her experiences:
Encouragement was the key that kept me pursuing my goal to be a teacher. If I
had not had encouragement from family and teachers, I would not have made it.
Encouragement is one of the factors that is definitely needed to increase the
number of African American instructors.
While encouragement is important in all endeavors, this is especially true for
students who are considering the teaching profession and for new teachers who are just
entering the profession. The majority of those interviewed agreed that when people are
told that they can succeed, they put forth more effort with confidence. Encouragement is
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needed as a strategy to get African American students to enter and remain in the field of
education.
One instructor stated that she would have been embarrassed to fail after others
had encouraged her by giving her small care packages and gifts of money from time to
time. “Sometimes these people were sacrificing things they needed for themselves to
help me. This showed that they cared and wanted me to do well. That encouragement
made me want to succeed even more.”
Another instructor spoke of the investment of time that his former teachers put
into preparing and encouraging him:
My high school teachers spent a lot of after school hours helping me. They told
me that I could set goals and accomplish them if I tried hard enough. They spent
much of their free time with me. I did not want to disappoint them.
Investments of time, money, and other material things were seen as valuable tools of
encouragement by those who were interviewed.
One instructor explained his view of the connection between encouraging students
to enter the teaching profession and increasing the number of African American
instructors in community colleges this way:
Encouragement, especially from those who are in the teaching profession, is
essential for students who are considering the teaching profession. Because the
number of qualified candidates must be increased, encouraging students to enter
the teaching profession is even more crucial. The environment must be conducive
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to attract and hold these students if we are going to entice them to enter the
teaching profession.
These instructors agree that encouragement fosters a better understanding, shows
appreciation, gives support, increases the comfort level, and entices students to enter the
teaching profession.
According to those interviewed, encouragement should come from mentors and
role models, ideally the faculty and administration. One instructor expressed the
importance of encouraging newcomers to the teaching profession, especially if they are
experiencing some difficulty. He noted the following:
It is important to encourage teachers and let them know that teaching is not all
smooth sailing, but will be worth the effort if they remain committed. Telling a
young teacher of another’s personal difficulties and successes can be an excellent
strategy of encouragement.
Administrators also support the strategy of monetary encouragement as indicated
by the following statement: “We need to encourage more youth to enter the profession
by making it as attractive as we can from the standpoint of salaries and other benefits that
we can offer.” Though words of encouragement are important, this administrator’s view
acknowledges salaries and other benefits as essential tools of encouragement also. The
administrator went on to say: “Our legislature can play a key role in encouraging by
appropriating more money for salaries and maybe even considering sign-on bonuses for
new teachers like other employers to attract new employees.”
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Another administrator expressed the same sentiment this way:
Encouragement is key to increasing our diversity on campus. We must all go out
of our way to give that encouragement if we expect to see a change. We must use
multiple forms of encouragement.
In addition to encouragement as a strategy to increase the number of African
American instructors, the climate of a campus influences prospective instructors. One
instructor noted the following:
One of the first things that I notice when I go to a new campus is the friendliness
or indifference that is communicated by the way I am greeted and treated in
general. This is an important factor in increasing the number of African American
instructors. The climate can be one that is welcoming and encouraging, or it can
be one that is indifferent and discouraging. A welcoming environment is essential
to increasing the number of African Americans into the teaching profession.
One administrator stated the following:
We have to make sure that all our employees understand how important it is to
present a welcoming atmosphere to those who are considering becoming a part of
our campus. Detrimental to attracting and keeping minority instructors is the
creation of a campus climate that is both nurturing and encouraging.
One instructor noted, “Campus climate is extremely important to attracting and holding
young instructors, especially minority instructors. If they do not feel welcome, they are
not likely to stay.”
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Another instructor expressed the same idea concerning campus climate:
Feeling comfortable in a work environment is important to all instructors, whether
African American or white, but when there are so few African American
instructors, it seems to be even more important that they feel a level of comfort.
My observations over the years have shown this to be true.
As a strategy to increase the number of African American instructors, one administrator
addressed the issue of campus climate this way:
We have to do all that we can as administrators to provide a campus climate that
is conducive to team work. We are all working toward the same goal: the
educating of our students. We want to do that in a way that includes everyone.
That means establishing a campus climate that everyone is comfortable with.
Another administrator expressed the strategy this way: “We like to think of
ourselves as a family. As a family, we all work together and support each others’
efforts. This is the kind of climate that is needed to attract and keep African
American instructors.”
Encouragement and campus climate are two major factors in increasing the number of
African American instructors in community colleges.

Role Models and Mentors
Closely related to encouragement and providing an inviting campus climate as a
strategy for increasing the number of African American instructors is the presence of role
models and mentors. Role models and mentors are extremely important in modeling and
molding the careers of young teachers. Role models and mentors help to create a climate
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that is conducive success. Providing mentors and role models as encouragers has a
tremendous positive impact, according to students, instructors, and administrators who
were interviewed for this study.
Studies noted that when young African Americans instructors see other African
Americans in the classroom modeling appropriate behavior as they help young people,
they are encouraged that they can be successful as well. The more positive role models
there are, the greater the chances that others will want to do the same, according to
Villegas and Clewell as cited in Newby et al. (2000):
The argument most frequently used for increasing the racial/ethnic diversity of the
teaching force is that a democratic society needs teachers of color to serve as role
models for all students.

The presence of African American teachers gives

students of color hope that they too can grow up to occupy responsible positions
in our society (p. 2).
One administrator stated the following:
We must be role models for all our students and provide mentors to those who
want to become educators. We especially need African American role models for
our African American students. They need to

see someone like themselves in

the classroom.
An instructor noted how important role models were to him during his early school
years:
I developed a desire to become a teacher because of a special teacher in my life. I
wanted to be just like him and he encouraged me to do my best. We cannot
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underestimate the importance of being role models and mentors for our students,
both African American and white students.
An African American student who is an education major said she wanted to
become a teacher because she had several great teachers in elementary and high school.
She stated: “My teacher were great, and I always wanted to be just like them. They
influenced me to enter the teaching profession.”
One white male student who was interviewed expressed the following opinion:
All students need role models, regardless of color. African American instructors
can be role models for white students, and white instructors can be role models for
African American students. They just need someone who cares and wants them to do the
right thing.
A non-traditional African American student stated the following:
We do not have enough mentors for our young people. They desperately need
mentors to show them what to do and how to do it. Too many grow up without
good examples of how to live successful lives.
One administrator noted that college administrators are always looking for good
instructors who are willing to serve as positive role models and mentors for all students.
One instructor shared an experience regarding role models from her early career
as a teacher and suggested that this strategy be used: “There was one teacher who always
went out of her way to help her students, and they loved her dearly. I always said I
wanted to be like that teacher. She set a good example for me.”
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Mentoring in this way is very valuable encouragement to new teachers and to the
teaching profession. Not only is mentoring an excellent strategy for holding effective
African American instructors, it is good for the students who never considered the field
of education.
Using mentors and role models who set good examples and attain worthwhile
goals are excellent strategies for increasing the number of minority instructors.

Nurturing of Precollege Students
Efforts to encourage interest in becoming a teacher should begin early in a
student’s life. The idea that “increased efforts to inspire students to major in education, a
grow your own effort, as a way to increase the numbers” was suggested by one instructor
as a solution to the lack of minority instructors employed by community colleges:
Growing your own efforts should begin at the high school level or earlier. If an
area is failing to attract minority instructors from elsewhere, a concentration on
encouraging your own needs to become paramount.”
A number of those interviewed voiced similar ideas about using home grown
resources when possible as a strategy. This is noted in the following statement by an
instructor on this issue: “Perhaps a sense of loyalty would come with the hiring of
hometown people. This could help to increase our numbers as well as retain our
instructors.”
The idea of starting at the grass roots level is seen in the following initiative. The
College of Saint Rose and University of Albany held a Dreaming of Teachers conference
in an effort to encourage high school students to pursue a teaching degree. Due to the
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expected shortage of African American teachers and the increasing diversity of the
student body, efforts are being made to inspire students to choose a career in the
classroom.
One instructor who was interviewed voiced a similar idea as indicated by the
following statement:
We have to alert the local schools and get them involved in pushing teacher
education programs for our students. We must start early and make it interesting
and attractive for them. Beginning at the elementary level is not too early.
Instructors voiced the need for encouragement, role models and mentors for the
precollege students as well as those who have entered the teaching profession. This
group should not be overlooked as a means to increase the talent pool of African
American instructors. One instructor suggested:
The earlier we begin to steer them in that direction, the more likely we are to keep
them. The importance of nurturing youngsters who are in the community by encouraging
them to consider teaching as a profession before they are ready for college can be an
effective strategy of increasing the number of African American instructors in
community colleges.

Salaries
Salaries and the competitiveness of other professions surfaced repeatedly as a
major theme in this study. Just as the issue of low salaries was noted by students,
instructors, and administrators as a major contributing factor to the underrepresentation of
African American instructors in community colleges, salaries were also identified as a
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major strategy to be used to attract, increase the number, and retain them.
Overwhelmingly, instructors that were interviewed noted that a major strategy to change
the underrepresentation is to increase salaries.
One instructor explained the need to increase salaries as a major strategy to attract
African American instructors to community colleges as follows: “The community
college system’s pay scale leaves much to be desired. Increasing salaries would draw
and keep teachers that are valuable to the system.”
Others interviewed were in agreement that the salaries of community college
instructors are a deterrent to the attraction of qualified candidates and detrimental to the
ultimate hiring of the best instructors of any color. An instructor expressed the following
view on salaries as a strategy: “The more teachers are paid, the better teacher the system
is going to attract. If salaries are not competitive, the competition is going to win out.”
Administrators acknowledged the need for competitive salaries to attract and keep
good instructors, including African American instructors.
One administrator stated: “We try to offer our instructors as much as we can but
cannot always compete with salaries offered by some other colleges and the private
sector.”
Still, another administrator agreed that salaries are a factor and identified the
competitiveness of salaries as a major way to increase the number of African American
instructors:
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Graduates are coming out of school and are able to get higher paying jobs at other
locations. They do not have to take a job with such a low salary range. We might
remedy this by offering higher salaries.
Increasing salaries was acknowledged by instructors and administrators as a major
factor to be considered in an effort to increase the number of African American faculty in
community colleges.

Recruiting and Hiring Process
Recruiting and hiring processes are essential strategies to the development of a
diverse faculty, according to instructors and administrators who were interviewed. If a
diverse faculty is to be established, careful attention must be paid to those processes.
One administrator noted that providing an environment that is fair and conducive to
professional growth is vital to attaining as well as retaining a diverse faculty. According
to several administrators, the process begins with advertising, which must be
comprehensive enough to reach local, statewide, and national audiences. Special efforts
need to be made to alert HBCUs in order to reach African American candidates. After
applications are received, a fair and systematic method of determining those to be
interviewed must be conducted. A diverse interview committee is ideal for the
interviewing of selected candidates. Active participation of the administration in the
recruiting and hiring process was suggested by one instructor: “Administrative interest
and intervention are key to solving any faculty hiring problem,” according to one
instructor. “Much responsibility rests upon the shoulders of the institutions’ leaders to
develop and conduct a recruitment and hiring process that is non discriminatory.”
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Another instructor expressed the need for the administration to step up its efforts
to hire African American instructors as follows:
Administrators need to put forth more effort to achieve a balance in all areas
which include hiring and promoting. Establishing guidelines is a way to monitor
and achieve balance.
Another strategy suggested by instructors is involvement of universities in the
search for qualified and available candidates for teaching positions. Providing an
environment that is fair and conducive to growth was also noted as vital to attaining as
well as retaining faculty. Involvement of universities in the recruiting process was
suggested by another instructor as a possible strategy to increase the number of African
American instructors. He reasoned that this strategy would provide a direct contact with
available resources and allow major universities to become more involved in the
recruiting process as noted in the following statement: “Involve major universities in the
search by calling and inquiring about their prospective and recent graduates. They know
better who is qualified and how to contact and encourage them.”
These statements point to the importance of the role of administrators in achieving
a balance, which would conceivably result in an increase in the number of African
American instructors on community college campuses.
Several other instructors also suggested university involvement as a strategy to
secure underrepresented faculty to the community college campus. This approach would
serve a two-fold purpose: it would alert colleges and universities of the need and desire
for minority candidates in the classroom, and those who are seeking candidates would
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have access to them before or immediately after graduation. This would be a way to get
students’ attention before they begin to seek other professions and commit elsewhere.
Strategies that have been employed by community college administrators to
increase the number of African American instructors are directly related to the
advertising, recruiting, interviewing, and hiring process. According to one administrator,
“The success of those strategies is reflected by the diversity of the faculty.” He shared
several hiring and promotion successes within the past two years. African American
employees that have been promoted include the following positions changes:
1. from clerk to coordinator,
2. instructor to division chair,
3. security officer to chief of security,
4. assistant coach to head coach,
5. assistant director of distance learning to director,
6. financial aid specialist to director of financial aid,
7. residence hall supervisor to director of housing,
8. business office administrator to payroll specialist,
9. instructor to program coordinator,
10. medical laboratory technology instructor to coordinator,
11. mailroom clerk to data entry specialist,
12. admission clerk to records supervisor to enrollment specialist,
13. custodian to custodian supervisor,
14. financial aid specialist to loan officer,
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15. secretary to computer instructor,
16. and three African American nursing faculty were hired.
Recruiting, interviewing, and hiring processes are addressed through extensive,
descriptive narratives that discuss administrative roles and strategies. While these
narratives are lengthy and views are repetitious, they capture the essence of the hiring
process, detail the roles of key administrators, and reveal to the absence of uniformity in
the hiring process.
One administrator described her role in the interviewing and hiring
process:
I am directly responsible for securing and hiring adjunct faculty. I have input into
the interviewing and hiring process, though I have only one vote. The process
includes advertising for positions in local and national papers after a position is
declared vacant, pending approval from the president.

Candidates submit

applications, a committee is selected by the president, and interview packets that
contain transcripts, credentials, and letters of recommendation for each applicant
are assembled and distributed to committee members by the human resources
coordinator, who schedules the interviews.
Several detailed accounts of the interview process as described by administrators
give an overview of the process employed by the college. Participants described a
recruiting and hiring process that begins with solicitation of prospective candidates
through local and national publications, broadcasting media, and direct community
contacts after a vacancy has been declared. Candidates selected to serve on interview
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committees received little or no formal training to participate in this process, as stated by
one individual who served on interview committees. Having served on several interview
committees, one administrator recalled the process:
I was given a packet which contained a completed application, a transcript, and
letters of recommendation. I was asked to read and assess the items in the packet and be
prepared to ask the applicant questions during the interview. I received no formal
training for the process.
Others who had served on interview committees indicated that they had little or
no formal training for serving on interview committees and found themselves learning on
the job. One administrator stated, “Though I have been involved in interviewing
prospective employees, I have received no formal training.”
Another administrator stated that she had also served on several interview
committees. While she had received no formal training, she holds a master’s in
counseling and has had training in interview techniques. She used her experience as an
instructor to determine what she should look for in a classroom instructor. Though she
has one vote, when hiring decisions are made, as administrator, she has influence on the
decision process.
Another administrator noted that she had not received training on how to
interview other than what she uses to teach the interview process to her students. She
described the process she employs as follows:
I look at whatever applications I am given. I go through and select my top five,
and the other people on the team do the same thing. The ones that get the most
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votes are the ones we interview. We all develop questions that focus on the areas
we are interested in. People usually look to me if it comes down to the final two.
One administrator shared a unique experience in which she actually had an
opportunity to observe an interview in progress. She described the value of that
experience in the following manner:
“It helped me to understand the process by watching the committee and seeing the
broad makeup from around the campus.”
This same administrator described other facets of her training for carrying out
interviews which came from experience: “As far as the interview process is concerned, if
there were a position, the administrator goes through all the formal processes of setting
up the requirements, advertising, and notification.”
One administrator shared a detailed description of his experience with the hiring
process. When asked about the formal training he had received for interviewing, he
replied, “The formal training that I have had is probably nonexistent. I would say that
most of the training that I got was from education management type courses.”
A detailed descriptive narrative of the hiring process used by this administrator
follows:
The hiring of prospective instructors is done through a committee.

After a

vacancy is announced, a description of the position and qualifications for the
position are written. Announcements are made through the local media. We
actually advertise in Jackson in The Clarion Ledger. I contact every university
and college in a three-state area, and one or two people usually apply. Then we
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expand the search and go nationwide in the Chronicle of Higher Education to
get more applicants if necessary. We contact them. At that point, we have no
idea who they are and pretty much decide to give everyone an interview. We
decided that was the way to do it to really open it up. We put together a
committee. What I usually do is include the academic dean and myself. I also
try to include someone from other areas of the campus that interacts with us, and I
also try to include an African American on the committee so again we can have
that representation. I think there were four, and I included one person from within
the department besides myself so that we could have another viewpoint. But I
ultimately let the committee vote on who they want. I don’t try to influence that
in any way. It’s whoever the committee wants. In one instance that I recall, we
only had three or four people who actually showed up to campus. None of them
were minority candidates. They were all white males. We made our selection
from the candidates that were interviewed. That is the process.
One administrator who is intimately involved in the recruiting and hiring process
stated that an aggressive approach to recruiting was implemented in response to the
president’s request. This speaks to strategy changes. The following is a lengthy narrative
in which she describes the entire hiring process which includes responding to the
president’s notification that a vacancy will be filled, advertising the position, dispensing
and accepting applications, setting up interviews, organizing the interview committee,
notifying prospective applicants, compiling interview packets, notifying the interview
committee and the applicant, instructing the interview committee, assembling the
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interview committee, monitoring the interviews, and notifying the applicant of his status
after the interview. The administrator’s detailed description of this process follows:
More attention is being given to the makeup of the student population and wider
searches are being launched.

I am responsible for receiving application

documents, processing the documents, and getting them to the dean and interview
committee members so they can review them in preparation for interviewing
candidates for faculty positions. Those documents make up the applicant packet
which includes an application, two letters of professional references, and copies
of all transcripts of schools that the applicant has attended.

School policy on

recruiting and hiring can be found in the college’s Handbook of Policies and
Procedures in Section 4:00 Staff Personnel 4:10-4:11.
When I first started in this position, I did not have a website. Putting the job description
online has sped up the process. If I have an opening, it automatically posts on TV,
Comcast, and Cable 12, so recruitment efforts have been improved. The
responsibilities of this position have not changed since 2000.
One administrator assumed additional positions within the past two years to
enhance her ability in this position. One example of this is her duty as state secretary and
treasurer for College and Universities Personnel Association of Mississippi (CUPA).
This is a state-elected position that she has held for five years. She views this position as
an opportunity to become more effective at locating and securing candidates for
employment. It gives her an opportunity to interact, network, and build relationships
with others across the state, not just two-year community colleges. She has direct contact
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with division chairs, deans, and presidents across the state when there is a faculty
opening. This appointment has also allowed an opportunity to implement the new
strategy of involving HBCUs and other institutions of higher learning in the search for
African American candidates.
According to administrators, changes in strategies used to increase the number of
African American instructors include increased efforts to contact historically black
colleges and universities for potential applicants, the assembly of diverse interview
committees, increased advertising in diverse media, and granting of interviews to all
applicants who submit complete application packets.
One administrator described other specific duties in the recruiting and
interviewing process that reflect changes in strategies to increase the number of African
American instructors as follows:
As soon as a job is open, it is posted to the college’s website, The Minerva Star,
The Clarion Ledger, The Times Picayune, The Birmingham News,
Commercial Appeal, and The Chronicle of Higher Education, depending on
how far we need to recruit. The dean, the committees, and the vice president
determine where advertisements are to be sent. They are always sent to African
American colleges in Mississippi, as well as to other colleges and universities in
Mississippi. As I receive documents from applicants, I process them and get them
to the dean and interview committee members so they can review them in
preparation for interviewing the candidates for faculty positions. Those
documents include the application, two letters of professional references, and
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copies of all transcripts of schools that the applicant has attended. I call the
applicants and schedule their interviews. I try to accommodate their schedules as
much as possible. Interviews are usually scheduled back to back within a two to
three day period, depending upon the number of applicants being interviewed.
The advertising and interview processes described above provide an overview of
the recruiting strategies used by the college to solicit, interview, and ultimately hire
faculty to fill vacancies at the community college.
Recruiting strategies to increase the number of African American instructors on
campus were described by another administrator this way:
We have tried to interview every qualified African American candidate who
applies. All division chairs are required to contact colleges and universities and
inquire about minority candidates. The search for faculty has become more
personalized and many sources are tapped for possible candidates. All full-time
and part-time faculty members must be properly credentialed.
The following statements come from an administrator who is directly involved in the
interviewing and hiring stages of the recruiting process and also has the responsibility of
calling universities to inquire about possible candidates for vacant positions. She gave a
description of her responsibilities:
Though I am not responsible for placing advertisements in local and national
publications, I ask the president for permission to create new positions and fill
existing vacancies. Permission is sought through the submission of required forms
before a vacancy can be acted upon. A national directory is also used to secure
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university and college contact information. Interview committee members are
selected, pending input and approval from the president. The division chair, an
instructor from the division, an instructor for another division, and the dean
typically make up the interview committee.

I have served on interview

committees when vacancies occur in my area. Otherwise, I am not formally
active in the interviewing of faculty. I have received no formal training for
serving on interview committees.
Recruiting strategy used by administrators to increase the number of African
American faculty have varied from one time period to another and from one
administrator to another. The current role of recruiting and hiring for one veteran
administrator is very minimal; however, she is responsible for recruiting and hiring her
assistant, an African American female. In view of her past roles as administrator in a
different capacity, she was able to share some thoughts and facts regarding past policies
and strategies as they relate to the hiring of African American instructors. In an effort to
insure diversity in hiring, she sent job notices to large and historically black universities
and colleges in Mississippi. She also called division chairs and deans when she was
responsible for recruiting minority faculty members. She recalled the following:
There were not huge numbers of African Americans, so every time we found out
about a credentialed one, we pursued with interest in hiring. Folks in that position
had connections, and we ended up fighting over finite quantities. If you are in a
position, you can’t say, ‘Well gosh, we could do better if there were just more.’
Particularly over the last seven years, we have to be a lot more proactive. I think
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earlier on in my career, we were much more passive. We would just say ‘We hope
that we have more African American candidates. We hope when we looked at our
pool,’ but we monitor that now.
These statements reflect some of the thoughts, actions, and attempts at recruiting
minority faculty in the past.
According to another administrator, who also has a historical perspective as well
as a current perspective on the recruiting of African American faculty, there is a shortage
that causes administrators to seek assistance from community leaders and to aggressively
lay claim to desirable applicants. He explained:
When we fill an opening, we always ask, how many African American candidates
do you have for the position? We are concerned about it. And that should make
everybody else concerned. It is a greater concern that we are being proactive and
lately, maybe ten years, maybe a little longer, we have been making contact with
what I would call historically black institutions to let them know that we have
positions. Beyond that, we have also started to let people in the community that
may have contacts know of vacancies. We have come to rely on someone in the
community saying ‘I know of someone who has completed his masters …. or
someone that is outstanding,’ and we would ask them to contact them and ask
them to apply. We do not have as much of that as we would like because
everybody is fighting over the same folks.
Both administrators identified similar current and past problems with recruiting efforts: a
shortage of available applicants.
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Another key administrator suggested several strategies aimed at increasing the
number of African American faculty on community college campuses. One unique
strategy that he has considered is the creation of a position for a recruiter whose focus
would be recruitment of faculty. He described his vision this way: “We would create a
position for a special recruiter whose primary focus would be to keep abreast of available
African American instructors and help the college to make the necessary connections for
hiring.”
He also emphasized the need to establish a relationship with other institutions of
higher learning: “We need to develop relationships with historically black colleges and
universities and follow up with visitations to the campuses.” While establishing such a
relationship is an ideal recruitment tool, he recognizes the problem that low salaries have
created which cannot be ignored or fixed by developing a relationship with HBCUs: “Of
course, our low salaries would continue to be an issue inasmuch as they need to be more
competitive.” To this end, merit pay becomes a topic that “merits” some thought as a
possible strategy for attracting and retaining minority faculty as well as non minority
faculty. On this issue he stated:
Merit pay and sign-on bonuses are considered in some places, but seem to bring
on morale issues in many cases. Those teachers who do not receive merit pay
tend to feel unappreciated and become discouraged. Sign-on bonuses have the
potential of creating discontent among veteran instructors who may not have
received them at the time of their hiring.
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In regard to morale, climate can be a key component in building morale. This
administrator stated: “The climate of a school cannot be ignored. This can erode any
progress that is made in recruiting.”
Each possible solution seems to create or expose another issue. The growing
number of retirees increases the urgency of recruitment. Recruitment woes could
possibly be eased with increased salaries, and the pool of available of applicants could
also possibly expand with increased salaries.
When asked about his role in the recruiting and hiring of African American
faculty and what strategies are being used, one key administrator explained that he sees
his role as one of establishing a committee climate that is conducive to the promotion of
the college’s mission. He views the problem as one that is all too common among
community colleges as well as other institutions of higher learning. Upon establishing
that climate, he trusts the judgments of those people who work in various departments to
make sound decisions regarding candidates for hire. He states that he has always felt
those who actually work in the departments are better equipped to make a judgment about
who would be better for the job than he because he has never taught those disciplines.
This administrator also strongly supports the committee process and is
instrumental in selecting a committee that includes discipline, gender, and racial
representation which reflects a cross section of the community college. A major concern
is the lack of choices for racial representation. There are few African American and other
minority faculty members; consequently, the same faculty members are asked to serve on
numerous committees in an effort to achieve a racial mix.
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Another administrator stated that his role has not changed in the past few years;
however, he has encouraged the human resources coordinator and others involved in the
recruiting process to make sure the pool of candidates is representative of a cross section
of our population.
Specific strategies noted by instructors and administrators as useful in increasing
the number of African American instructors include encouragement of teachers,
improvement of campus climate, provision of role models and mentors, nurturing of
precollege students, increasing salaries, and an examination of the recruiting and hiring
process.

Research Question 3
What strategies have proven to be effective in increasing the number of African
American instructors in community colleges? How have these effective strategies been
employed in the recruiting and hiring of African American faculty in the community
college? Who has been instrumental in developing and implementing these strategies?
These are important questions for this study because they explore strategies and
practices that have been effective in increasing the number of African American
instructors in community colleges. Determining what strategies are effective can be
important for desired replication. Themes that evolved from discussions on strategies
that have proven effective in increasing the number of African American instructors in
community colleges are as follows: emphasis on the importance of teaching,
encouragement, positive role models and mentors, salaries and monetary incentives,
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target incentives, the recruiting and hiring process, and community involvement and
advertising.

Emphasis on Importance of Teaching and Encouragement
Students gave specific ideas indicating effective strategies that may be used to
increase the number of African American instructors on community college campuses.
One successful strategy suggested by students involves placing emphasis upon the
importance and desirability of the teaching profession.
A fifty-one-year-old white male majoring in social studies explained that teaching
must be promoted in communities as a desirable profession to be held in high esteem. He
emphasized that need in the following statement:
Make it desirable to be a teacher. Emphasis on education is necessary. You must
have an educated work force. Target the young and instill the importance of
being a teacher. They need to know that teaching is an honorable profession.
In addition to stressing the importance of teaching, encouragement is key. Young
people need to be encouraged and rewarded as noted in a 19-year-old medical office and
technology student’s response: “Try to encourage students who are undecided to become
teachers by offering benefits.” Encouragement without opportunities does not go far
according to a 20-year-old African American sophomore who shared this sentiment:
“Saying that African Americans should be given a chance is not enough. Making
opportunities more open to all must accompany that encouragement.”
Other students also identified encouragement as an effective way to increase the
number of African American instructors. One student, an 18-year-old African American
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nursing major, suggested surveying to determine who is interested in the profession and
follow-up by offering encouragement based on survey results. She stated, “There has to
be a way to determine who is interested in teaching during early years. After an interest
is determined, keep encouraging with incentives.”
With a similar thought, a 20-year-old African American dental hygiene major
stated the importance of students seeing the results of pursuing teaching as a career as a
means of encouragement:
African Americans who have the capabilities should be employed. Nothing is
more encouraging than gainful employment.

When other students see that

teaching pays off, they will be more likely to take an interest in it. This can be
better than word-of-mouth encouragement.
Not only do students see encouragement as being an effective strategy in
increasing the number of African American instructors, administrators also see the
benefits of encouragement. For example, the importance of encouraging students early
was noted by one administrator:
While schools search for strategies to aid in the employment of minority
instructors, interest in education must be nurtured during early formative years in
the home in hopes that the proclivity toward the educational field will take hold
and lead more young people to the classroom. To increase the number of African
American faculty members, begin stressing the importance of education early in
the lives of students. It needs to begin at home. We need to encourage more
young students to go into education.
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Role Models and Mentors
Positive role models and mentors were identified as another strategy to increase
the number of African American instructors in community colleges. Students, instructors
and administrators emphasized the importance of students’ seeing others who have
succeeded in areas that they are interested in pursuing. Showing them positive role
models and encouraging them to succeed can be a powerful strategy to increase interest
in the teaching profession is the perception of those interviewed. Students accept
encouragement from those that they respect as stated by a 60-year-old nursing student:
Students need to be encouraged to become instructors in every department. They
are likely to listen to advice from someone they respect who has shown them that
a goal can be achieved. The point is to provide good role models for students to
emulate.
A similar role model view was held by a 33-year-old Hispanic male nursing major
who observed negative and positive cycles and noted the importance of having models
that look like the students. He stated the following:
Like a lot of things, we see cycles. If students do not see teachers like themselves
that are teaching, they will not be able to see themselves as teachers. How do we
remedy that? More role models! If you don’t try, you don’t get. You must
devote time and effort and present this as something that can be attained. Have a
captive audience. Have a model for recruiting. Make others aware that there is a
disparity, and emphasize the fact that more efforts are needed to hire African
American instructors.
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Another student suggested a similar strategy to increase African American
instructor presence that involved a focus on an awareness of the needs of the job market
along with enlisting the help of mentors. A Black female freshman marketing major, age
33, made this statement: “Provide more courses and more major professors to work with
the students to help them find out what the demands of the job market are. Consider and
watch the workforce areas that are not overpopulated.”
A similar view from a different student regarding the importance of using mentors
as a strategy to increase the number of African American instructors was discussed as a
way to enter the profession:
If African Americans know someone in a field, they should try to learn as much
as they can about the job and be ready to apply when an opening occurs. Mentors
can guide and encourage students to keep trying. They can tell and show them the
importance of going until you cannot go any more and let them know that they
will eventually reap the benefits. Mentors can guide students into the teaching
profession as well as other professions.
The presence of role models and mentors plays a very significant role in
increasing the number of African American instructors in community colleges.

Salaries and Other Incentives
Responses to previous questions focused on the importance of salaries as an
incentive to increasing the number of African American instructors. Students,
instructors, and administration focused on the issue of raising salaries as a strategy to
attract and hold African American instructors as well as non minority instructors. They
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agree that careers must be competitive in many areas if there is to be job satisfaction, and
salary is one of those areas of competitiveness. The importance of monetary incentives is
noted in the following comments by students.
A 19-year-old White male majoring in pre-pharmacy stated his opinion this way:
Raising pay will bring more people to the profession. More incentives need to be
given.” An 18-year-old White male pre-pharmacy major also concurred: “More
incentives and increases in pay would increase the numbers of African American
teachers.
A 19-year-old African American social work major suggested a similar idea
regarding monetary enticements, “more pay attracts more teachers. Set aside special
money for African Americans to entice them.”
A 22-year-old African American architect major had this to say about the
importance of monetary incentives, “higher pay raises will encourage more to go into
teaching. Getting paid to stay longer will keep them [teachers].”
While increases in salaries are desirable, other monetary incentives may be
helpful in encouraging African Americans to enter the teaching profession. For example,
an 18-year old freshman English/foreign language major spoke of creating an interest in
teaching by tying it to scholarship incentives:
Scholarship funds need to be offered to students who agree to enter the teaching
profession. This incentive would increase the pool of students who can afford to
go to college, thus increasing the number of teachers who enter their field of
education.
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Another strategy suggested to impact of the hiring process involves targeted
incentives. A 45-year-old white female sophomore BOT major suggested more active
recruiting should be used to hire African Americans when job openings occur. Incentives
could be offered once this group is targeted until they are no longer underrepresented. A
22-year-old white female, also a BOT major noted that people are often not aware that
there are openings. She stated, a plan that targets that group would ensure that African
Americans are made aware when vacancies occur and could be prepared to apply.
One first semester sophomore, an African American female, took the idea of
targeting a step further by stating that” advertising for instructors could specifically target
African American students by posting openings with incentives for African Americans
and state specifically that African American students are sought as future teachers.”
Another form of targeting that was suggested involved the curriculum. A 19-yearold white radiology major student saw the curriculum as being a drawing factor or
strategy to attract African American instructors and encourage students to choose the
profession. She proposed a plan that involves curriculum adjustment:
Students are often attracted to subjects or topics that hold some interest to them.
A strategy that is geared toward recognizing and stimulating the interest of certain
individuals could possibly attract and hold the attention of prospective teachers.
For example, bring a few more African American studies into the curriculum.
Students enjoy learning about different origins, and this may stimulate an interest
in teaching, especially if it is about topics related to them in some way.
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A similar idea came from a 21-year-old Native American male, who suggested
adding an African American instructor to each discipline like biology, science, and
speech. He noted that this would increase the diversity on campus and present a different
point of view.
Salaries and targeted recruiting incentives are noted by students, instructors, and
administrators as strategies to increase the presence of African American instructors on
community college campuses.

Recruiting and Hiring Process
The recruiting and hiring process was identified as a strategy that plays an
important direct role in determining the number of African American instructors in
community colleges. A 19-year-old white male nursing student who stated that increasing
African American faculty in community colleges depends largely upon those that are in
charge of the hiring process. He places vital importance on those who oversee the
process.
Those who are responsible for implementing the recruiting and hiring process as well as
the policies and procedures used in determining that process play a major role in
diversifying a faculty.
Interviews from students, instructors, and administrators reflect the importance of
this process and the way it is viewed by each group.
Students see the need for impartiality of those in charge of the hiring process as
an essential strategy. A 28-year-old African American female marketing major suggested
that those responsible for interviewing should “Conduct the first interview over the phone
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or through internet so emphasis is not placed on color.” She views color as a factor in
determining who gets past the first interview.
A 38-year-old African American BOT major said it is as simple as this: “Just hire
more that apply.” Repeatedly, the responses reflected this remark: “Hire more.”
Another African American student indicated that the problem is more complicated
than making statements like “Just hire more that apply” and shared this observation:
“You never hear of local African American students graduating and being offered jobs.”
His solution to remedy the failure to offer jobs to African Americans follows:
“Applicants should be given anonymous names and race before the committee has a
chance to meet them. The selection should be based upon qualification, not race. Select
the best qualified.” The student suggested that more aggressive measures be taken to
insure impartiality.
When instructors were asked about policies and strategies that have proven
effective in increasing the number of African American instructors in community
colleges, there was consensus that a key factor lies in the advertising and hiring process.
Instructors noted that the development of recruiting and hiring strategies is handled by
the administration. Administrators agreed that the entire process, which involves
announcing vacancies, posting vacancies, accepting applications, scheduling interviews,
and conducting interviews, is key to increasing the number of African American
instructors.
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As instructors addressed issues of the interviewing process as a strategy for
increasing the number of African American instructors, they spoke of their perception of
and involvement in that process.
One instructor stated, “Changes in the interview process might be the place to
start in making recruitment of African American instructors more effective.”
When instructors were asked if they had served on an interview committee for the
selection of new employees, three of the twelve instructors interviewed answered “Yes.”
None had received formal training in preparation to serve on an interview committee. The
degree of informal training varied from instructor to instructor. Information regarding
what to do and what to expect as a committee member came from several different
sources.
To prepare to serve on an interview committee, one instructor stated that she
conducted an individual search on interview procedures and developed interview
questions based on materials that she found. She also relied upon her experience in her
discipline to guide the development of her questions. Another instructor relied upon past
undergraduate courses that provided some insight into the process. The process was
described as follows:
Instructors are given brief instructions on what to expect of the process by
immediate supervisor, dean, human resources coordinator, or chairman of the
interview committee.
information

One or two days before the interviews take place, an

packet that includes the applicant’s credentials, transcripts, and

letters of reference are provided each committee member. Instructions to read the
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applicant’s information, develop several questions for the interview, and be
prepared to discuss the merits of each interviewee after completion of all the
interviews.
Instructors who were interviewed noted that the low concentration of African
American instructors at community colleges has existed for years and is likely to improve
only if sustained, focused efforts are made to employ African American instructors. One
instructor noted: “First and foremost, increasing the numbers must begin with a genuine
desire and a feasible plan.”
One participant suggested a feasible plan as she noted the need for increased
recruitment efforts. Cited as a recruitment example were the concerted efforts used to
recruit the traditional, underrepresented African American male:
Recruiters went out of their way to understand the needs of the targeted students,
in this case, the African American male. Once that group was identified as a
targeted prospect, recruiters figured out how to recruit to get them. We need to
put forth the same efforts used a few years ago to recruit male students as we
attempt to recruit African American instructors today.
Additional suggestions by the participant follow:
Specifically designed recruiting efforts to target African American instructors
may be the answer to how to increase those numbers. Find out what is needed to
attract and hold African American instructors. Develop activities and events
around their needs.

Be inclusive rather than exclusive.
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Development and

implementation of specific recruiting strategies are needed to increase the number
of African American instructors.
Extensive narratives express administrators’ points of view regarding the
advertising, recruiting, and hiring process. Responses to the question of proven
effectiveness of strategies are reflected in the number of African American instructors
employed in the community college. One administrator felt that effective strategies for
increasing the number of African American instructors are possible because African
American instructors are out there, but are being overlooked. She further suggested the
following strategy:
This can be remedied by getting the board of trustees, the president and
administration involved in recruitment efforts. While an identification of race is
no longer required on most applications, efforts must be made to fit the person
with the job requirements. We need to look at who can best relate to a particular
student population and situation and hire accordingly.

The best qualified

candidate and faculty diversity are important for African American students as
well as other students.
Another administrator who is in a key position to identify recruiting strategies that
have proven effective is responsible posting openings in various media, dispensing
application forms and information on vacancies, receiving completed applications,
transcripts, and letters of recommendation, and processing those documents into an
application packet. Improving strategies to encourage applicants to submit the necessary
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information is a large part of her responsibility. She described her successful effort as
follows:
When I started in this position, I did not have a website. I developed one as a
strategy for getting information to prospective candidates quickly and accurately.
Putting the job description online had sped up the process. If I have an opening, it
automatically posts on TV, Comcast, and Cable 12, so recruitment efforts have
been improved.
Another strategy the previously cited administrator has used to her advantage in
advertising and recruiting comes from having become a member of College and
Universities Personnel Association of Mississippi (CUPA) and assuming the duties of
state secretary-treasurer. She described this advantage as follows:
I get an opportunity to interact with other HR directors across our state as she
networks and builds relationships. This gives me direct contact with division
chairs, deans, and presidents across the state when there is a faculty opening, and
this position extends the arm of recruitment possibilities.
She also explained that another strategy she uses involves soliciting information from
local community leaders regarding possible candidates for vacant positions.
Strategies aimed at increasing the number of African American instructors are a
part of the overall effort to attract good candidates for positions. One major
responsibility of one administrator to ask for the new positions or for rehire positions.
She described her role in the extensive narrative that follows:
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If I see the need for an additional instructor or to fill a vacant position, I request
permission from the president. While another administrator is responsible for
placing advertisements in local and national publications, my role is to ask for the
creation of new positions and/to recommend the filling of existing vacancies.
Permission is sought from the president and the necessary forms are submitted
before a vacancy can be acted upon. The advertising process is begun by placing
the advertisement in local and national publications and by calling universities to
inquire about possible graduates. A MAC Conference directory that lists different
college and universities in the states is often used to lead us to information on
graduate study programs and prospective graduates. While we have had no
recruitment policy changes with the past three to five years, I think we have been
more aggressive and more attuned to the makeup of our minority student
population. I

require division chairs to contact all colleges to see if minority

faculty are available and interested. Part of our new strategy is that we have
personalized our search for faculty more. I think that we have not just relied on
advertisement in newspapers, but I have tried to establish some rapport with
individuals at colleges and universities.
Another responsibility of this administrator is to make sure all full-time and part
time faculty members are properly credentialed. This responsibility requires her to be
directly involved in the interviewing and hiring stages of the recruiting process. One of
her strategies is to request that all African American applicants who meet the hiring
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criteria be interviewed. Interview committee members are selected, pending input and
approval from the president.
In regard to the implementation of effective hiring strategies, another
administrator clarified her involvement but commented on new strategies used by the
current administration as well as previous strategies used by the former administration:
Though I am no longer involved in that, it has been my impression that in the last
few years the president selects the interview committee members, but he always
leaves some leeway for the deans to make suggestions. He always wanted to have
at least one extra on the committee and let the members of the committee vote.
After all the interviews, if there was not a clear majority, the dean would cast a
vote, or if there were a tie, the dean would cast a vote. One time we averaged the
votes out to the second place numerically because it was so close the committee
members did not feel comfortable with it. It’s a whole lot more democratic now
than it used to be under the former administration, though we saw nothing wrong
with it then although I am glad we changed to our current format.
The administrator continued and explained the way recruitment and hiring were
handled under the former administration:
Under the former administration, the division chair would interview and send the
person to several other people in the division, and we would make a
recommendation to the vice president and he would choose. He would always go
over and check with the president, and the president would take his
recommendation. However, I can remember the president, the former president,
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would hire on the spot if someone came who had taught here before or someone
who looked very interesting went directly to him, but these are different times
now. He came from an earlier era when the presidents ran everything. The
previous administration did a good job. I find no fault with the choices. It is just
that the procedure today does not look like our previous one, and I think our
current one is more in tune with democratic

practices of the current

administration and more buy in from the people who participate in it. They feel
that they have more to say. Another strategy that has helped is the widening of
our search to surrounding states. We don’t want to become inbred in thinking and
in teaching when we only look at Mississippi. The world is a whole lot wider than
that now.
Another administrator expressed concern in regard to strategies used to hire
African American instructors that result in a scarcity:
There are not huge numbers of African Americans. Every time we find out about
a credentialed one, somebody calls and others find out. Folks in that position
have connections and we end up fighting over finite quantities.
He continued by explaining how the strategy used by the college has changed as a result
of this supply/demand issue:
Because of this situation, our strategy has evolved somewhat. Particularly over
the last seven years, we have had to be a lot more proactive in terms of no
waiting. I think earlier on in my career, we were much more passive. We would
just say we hope that we have more African American candidates. We hope when
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we looked at our pool, but we monitor that now. When we fill an opening, we
always ask, how many African American candidates do you have for position?
We are concerned about it. And that should make everybody else concerned. It is
a greater concern; we are being proactive and lately, maybe ten years, maybe a
little longer. We have begun making contact with what I would call historically
black institutions to let them know that we have positions, but beyond that, we
have also started to let people in the community know that we have positions. We
rely on someone in the community saying I know of someone who has completed
his masters at Alcorn or someone that is outstanding, and we would ask them to
contact them and ask them to apply. We do not have as much of that as we would
like because everybody is fighting over the same folks.
Another administrator who was asked about his role in the recruiting and hiring of
African American faculty explained it this way: ”I see my role as one of establishing a
committee climate that is conducive to the promotion of the college’s mission.”
He viewed the problem as one that is all too common among community colleges as well
as other institutions of higher learning and explained steps that he has taken to help solve
the problem:
One step that I have taken to address this issue is to direct our dean and human
resources coordinator to be aggressive in developing relationships with
universities who can give us names of graduates who might be interested in
teaching. We need to develop relationships with historically black colleges and
universities and follow up with visitations to the campuses.
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We have also

broadened the scope of our advertising as we now go beyond local newspapers,
emails and word of mouth and advertise nationally. We have made a personal
commitment to building relationships with those who can be instrumental in
helping us to increase our numbers. Community leaders can be a valuable
resource in that respect.
He continued as he explained his comfort level with his employees’ ability to carry out
his strategy:
Upon establishing that climate, I trust the judgments of those people who work in
various departments to make sound decisions regarding candidates for hire. I
have always felt that those who actually work in the departments are better
equipped to make a judgment about who would be better for the job than I
because I have never taught those disciplines. I strongly support the committee
process and am instrumental in selecting a committee that includes discipline,
gender, and racial representation which reflects a cross section of the community
college.
As for as changes in his role, he says it has not changed in the past few years, but
he has encouraged his administrators and others involved in the process to make sure the
pool of candidates is representative of a cross section of our population. He recalled that
at the beginning of his tenure he addressed the issue of low percentage of minority
faculty with other administrators as he sought ideas on how to make changes. It was
pointed out that” my situation was the mirror image of others and little had been done.”
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The training, search procedure, interview process, goal of the search,
involvement of inside and outside sources all reflect different strategies as the issue of the
low percentage of African American instructors on community college campuses is
addressed.

Community Involvement and Advertising
Another approach identified by students as a strategy to increase the number of
African American instructors involves the community. A 36-year- old African American
surgical tech major suggested getting the community involved. This view is reflected in
the following statement: ”Put the word out that African American teachers are not being
hired. This might spark the interest of local officials, and perhaps citizens will take
action.” Community involvement is viewed as a strategy to initiate change.
One administrator spoke of occasions when community leaders were asked to
recommend candidates for community college instructor positions.
We often asked for input from people who were viewed as leaders in the
community. They would make recommendations that we followed up on, but
often those candidates had accepted employment elsewhere or were unable to
accept our low salary offers.
In order to get community involvement, publicity and advertising are needed,
according to students. One 23-year-old sophomore child technology major who
suggested the following: “Public awareness is needed, and advertising is a way to
achieve it. Advertising can increase public awareness of issues like the
underrepresentation of African American instructors.”
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Those sentiments are also echoed as follows by a 19-year-old African American
female biology major: “Advertise jobs that are available and that will increase the
number of African Americans instructors by making others aware of the shortage.”
A 32-year-old African American BOT student offered a solution that involved
attracting college graduates: “Start with college students who get a college education and
leave. Offer incentives for them to come back to the state.”
Other ideas about increasing awareness were also voiced. A 30- year-old African
American BOT female student stated: “Advertise that you want and need African
American instructors. A similar and more specific approach was suggested by a 46-yearold African American BOT major who stated: “Increase awareness that more are needed
by reaching out to students and encouraging them to enter the education field, especially
males.”
The importance of encouraging a civic responsibility was suggested as a way to
increase interest in education. A 19-year-old forestry student stated: “Just try to instill in
people to be involved in more than one community. Be open-minded. Develop
themselves as good citizens, which include education.”
A 29- year-old African American student majoring in English suggested outreach
in the black community: “Distribute flyers and handouts to let them know how serious
the issue is.”
Community involvement and advertising are issues that evolved as effective
strategies for increasing the awareness and the number of African American in
community colleges.
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Effective strategies used to recruit and hire African American instructors in
community colleges have been identified and discussed by students, instructors and
administrators. As these important issues were explored, several themes evolved: the
importance of a career in teaching, encouragement, positive role models and mentors,
salaries and monetary incentives, target incentives, the recruiting and hiring process, and
community involvement and advertising.

Research Question 4
Why are African American instructors needed or desired on community college
campuses? What are the benefits of increasing the number of African American
instructors on campus?
The fourth research question explores the reasons African American instructors
are needed and desired on community college campuses. This question is significant
because it examines and leads to discussions of the benefits of African American
instructors’ presence in the classroom. A close examination of the benefits helps to
explain the need and desire for increasing the number. Responses regarding the benefits
focus on the following themes: the understanding instructors, freedom of expression, role
models for all students, and exposure to a diverse culture.

Understanding Instructors
Students’ responses overwhelmingly reflected the need and desire to have an
instructor who understands them in the classroom. In addition to understanding them,
students want someone who will listen and give them an opportunity to express
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themselves. These benefits, according to students interviewed, are some of the reasons
African American instructors are needed. Students’ desire for understanding and
responsiveness to their situations and needs stood out among all other responses.
Regardless of age or ethnicity, the simple comfort of having someone to talk to them and
to understand them ranked very high as evidenced by the following response from a 19year-old African American university transfer student who stated: ”They understand
where you’re coming from more than white faculty members.”
A 34-year-old Native American university transfer student said that he found it
easier to talk to African American instructors as noted in the following remarks:
Yes. They understand more and try to help out more. And make you understand
and get the concept. They don’t brush you to the side or leave you to figure it out
by yourself. Some instructors do not offer help.
A 23-year-old African American sophomore spoke of the closeness he felt when
discussing his problems: “They understand me better. I get closer to them than to other
instructors. I can sit and talk about things that are going on, and they understand and will
listen to me when I have problems.”
The sentiment was voiced by a number of students that African American
instructors help you more. A 19-year-old African American sophomore states, “I feel
more comfortable in the classroom.”
Additional responses emphasized the importance of classroom interactions
between the instructor and the student as seen in the following comments from a 19 yearold white freshman student:
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These things are important and extremely beneficial to students. Having an
instructor that you can turn to when you don’t have the answers to life’s problems
can help get you through some tough times.
A 20-year-old African American English major in his sophomore year stated his
view this way:
An advantage would be more or less communication and relationships. Because
you have the same ethnic background, you can talk to African American
instructors and better understand what they mean. You get positive feedback.
Repeatedly, students expressed how comforting it is to have someone to give
feedback, someone who relates to them, and someone with whom they can make a
connection as the following statements from several students indicate:
A 22-year-old African American graphic design student said he had not seen or
had an African American in the classroom but felt that he could relate more to an African
American instructor.
A 19-year-old African American female who had been taught by an African
American instructor gave this response: “Deeper connection and deeper understanding. I
can always talk. The instructor keeps me on track. I feel like my people are still backing
me up. I feel like I can be real.”
In discussing the benefits of having an African American instructor, the issue of
leniency was mentioned. Students dismissed the idea that African American instructors
are easy. The consensus was as follows:
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We did not find this to be the case. In fact, the opposite is true. African
American instructors are not easy, and they do not pass their students along. They
expect you to work hard and earn what you get. The difference is they are willing
to help you if you are willing to work.
Even though African American instructors make students work hard, students
indicated an understanding and appreciation of the benefits of hard work. This was made
clear by a 22-year-old African American respiratory pre-med major who noted that
“African American instructors are so much easier to relate to but they make students
work just as hard as any other instructor.”

He continued by saying, “There are not

enough African American instructors on campus. I am in my third year and I have had
only one, and she was female. There have been no males.”
Other students also noticed and commented on the absence of African American
instructors as they recalled the number they had encountered during their enrollment.
Twenty of the 48 students who participated in this study had never had an African
American instructor while attending MCC. Sixteen had had one African American
instructor, seven had had two, and one had had three. Thirty-two students did not have
any African American instructors for any of the classes in which they were currently
enrolled. Fourteen students had one African American instructor at the time of this study.
Thirty-one students had not had one African American instructor during the previous
semester. Thirteen students had had one during the previous semester. Full-time
students typically have four to six instructors during a semester.
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Freedom of Expression
Another benefit of having African American instructors voiced by students is the
relaxed atmosphere of the class which allows students to express their opinions without
fear of repercussions. Students expressed the ease with which they are able to
communicate with African American instructors. A Native American university transfer
student noted this: “There was more give and take in discussions instead of the teacher
dominating the discussion.” Students felt no fear in expressing themselves in the
presence of African American instructors.
One African American freshman male briefly replied, “Can talk to them more.”
Though this is simply stated, it expresses the sentiments of a majority of students
interviewed.
Another African American student relayed what goes on in the classroom as a
reason for preferring an African American instructor. She stated, “There seems to be
value in what I say. My answers are not always right, but my opinion is always
respected.”
A 20-year-old male architect major stated the following: I can cope and interact
with them better. There is common ground, and I am more comfortable asking questions.
I don’t really feel discriminated. White nstructors tend to call on white students more.
Black instructors call on all students.
A 46-year-old African American female stated, “I believe they [African American
instructors] would be able to relate better to me as an African American.”
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“I feel comfortable asking questions” was a response from a 19 year old African
American female social work major”. A 36-year-old freshman African American female
stated, “Yes, they understand where you are coming from and work with you.”
Good communication, caring concern, and positive feedback are often cited by
students who experience African American instructors in the classroom. A 33-year-old
African American female made the following statement regarding the presence of
African American instructors in the classroom, “students would feel better. The teacher
would be more concerned about all students and would look out for you more.”
Similarly, a 38-year-old African American female majoring in BOT stated, “I feel
like I am somebody and that what I have to say is important.”
While the majority of students interviewed echoed the rewards of having African
American instructors, this was not the opinion of everyone interviewed as noted by the
following comment from 21-year-old male Native American university transfer, “White
instructors and African American are all the same to me.” He said that he experienced no
difference in the atmosphere or treatment he received in the classrooms of white
instructors when compared to African American instructors.
However, the ease of communication and the comfort of expressing personal
views were major themes of the majority interviewed regarding the benefits of African
American instructors in the classroom.
Upon discussing the benefits of African American instructors in community
colleges, one administrator noted that African American instructors are needed on
campus because their presence gives students someone they can go to if they need
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someone to talk and relate to. Students can feel free to express themselves yet get advice
from an adult. They need role models to inspire them to continue their education.
Another administrator’s response to why more African American instructors are
needed recognized the need for all segments of the college population to feel that they
have someone they can turn to and feel comfortable enough to share their problems and
dreams and goals. The administrator further stated: “We need role models in our
classrooms because they can be change agents in the lives of our students. Our students
need teachers of all races who have a genuine interest and passion for teaching.”

Role Models
Role models can be change agents in addition to being a haven of comfort and an
avenue for self-expression. The issue of role models surfaced many times as students
voiced concerns about having no role models to emulate at any time before, during, or
after their college years. Students who reported that they had had no black instructors
also said that they had no role models on campus. Those who had African American
instructors often cited them as their role models.
One African American student stated, “It helps me when I see people who look
like me in the classroom. I feel more motivated to work hard because I feel like I can
make something of myself too.”
One instructor who was interviewed responded this way:
Good role models of all origins are needed for all students; our students need to
see somebody who has succeeded who looks like them.
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They need to see

someone with whom they can identify who has tackled challenges in life and has
succeeded.
Without examples of role models who have succeeded, much is lost in the way of
encouragement. The issue of positive attitudes and encouragement are among some of the
benefits of having an African American instructor, according to a 25-year-old African
American social work student: “Black teachers are more positive. They encourage you to
keep striving and expect more of you.”
Another similar comment from an instructor noted the importance of having
African American instructors who stated, “So many of our students are African
American, and it gives them something to work toward; it gives some hope that they too
can teach one day.”
The idea of hope is seen in the following expression from a 20-year-old African
American female dental assistant who stated: “Someone of our own kind will give more
help.”
Another African American female student expressed the idea of comfort in
knowing that someone like her had achieved. “You‘ll feel more comfortable. At least
knowing that some of us are achieving.”
Another student, a 19-year-old African American female freshman medical lab
technician major, said that she felt there should be more African American instructors
because the majority of the time that she has been in school, she has had only one. “I’ve
had only one and feel there should be more.”
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An observation shared by one participant involved her observation of young two
young African American males. This scenario illustrates problems associated with the
absence of a role. She told the following story:
I interviewed and observed two young African American males who seemed to be
in search of someone to guide them. They had no male figure in their lives to give them
advice and guidance. An African American role model would have been ideal for these
young men during this very important period of their lives. They need to be shown what
is possible for them. They need mentors.
The need for mentors and role models is also noted by experts in the field.
According to Villegas and Clewell as cited in Newby, et al., 2000),
The argument most frequently used for increasing the racial/ethnic diversity of the
teaching force is that a democratic society needs teachers of color to serve as role
models for all students. [Just as important is] The presence of African American
teachers gives students of color hope that they too can grow up to occupy
responsible positions in our society (p. 2).
Colby and Foote (1996) maintain that a” diverse faculty provides an effective and
visible support system for the increasingly diverse population. Minority faculty act as
role models, advisors, and advocates for minority students while they expose majority
students to new ideas” (p. 3).
Having someone that understands and responds to problems that students must
deal with is an important function of a role model. It is important to have role models
that look like students for several reasons. For example, having someone who looks like
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they look lets students know that they too can achieve. Having an African American
instructor also helps to dispel stereotypes and exposes students to individuals like those
that they will interact with in the real world outside of school. Throughout the 1980s and
1990s, researchers argued that many more certified teachers of color were needed to
reflect the increasing diversity of students in American classrooms (Murray, 1999;
Newby, et al., 2000; Simpson, 1998; Turner, 1998; Windham, 1999).
One administrator shared the following view:
Having African Americans in professional positions, such as faculty or
administration, demonstrates to our students that, through hard work and
dedication, that they, too, can achieve worthy things. It’s one thing for us to talk
about what can be accomplished. It’s a greater testimonial, however, for students
to see what can be achieved in the person of their teachers and other staff.
Another administrator feels that the presence of African American faculty is
important because “all ideas need to be brought to the table.” She stated that African
American instructors are important to the community college because students need to be
able to identify with instructors. She continued,
They need positive role models and the encouragement that comes from someone
they feel they can trust to be honest with them. The better educated our young
people are, the better they will be able to deal with other people and give back to
the community. A diverse faculty can help to bring common experiences to the
forefront. Efforts are made to recruit students of color; therefore, instructors of
color are needed as well.
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Other administrators who were interviewed felt that more African American male
instructors are needed as role models to attract African American males. One
administrator gave the following opinion:
There is a low number of African American males. Increasing the number of role
models might help to increase and retain the number of African American males. This
tactic not only would have the potential to address the issue of the absence of African
American instructors, but it could impact the problem of retention of the African
American male.
One administrator noted the following, “African American instructors are very
important to our community colleges. It seems that race and color are still issues to be
dealt with. We cannot ignore that there are still divisions because of it.”
Another administrator also dealt with the issue of race and its importance to the
question of why African American instructors are needed in community colleges:
We need more African American instructors in the classroom to be role models
and to handle concerns of African American students. For example, African
American instructors are able to pick up on problems and handle them much
better than if I were in the classroom. If I had a class of 30 students, I would be
perceived differently than if I were African American. There is a sense in which
we absolutely need more African Americans in the classroom so they can
identify. I am not saying that white people cannot do a good job. A good teacher
can be good with any student regardless of race, but sometimes you have to work
harder to get past those barriers so that they know that you are totally blind and
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totally without prejudice. We are wrestling with that and have not come far
enough down the road, yet there are those of us who have lived in the world
where race was always in play. Race has not gone away. It has not gone away.
Maybe for our children or grandchildren, maybe it will be much, much less as
time passes. At least I hope so. But I think we are naive if we think that people
will not consciously still factor it.
In contradiction to the two previous responses, one administrator stated, “I believe
society has grown so much today that color is not really an issue although having a
variety of instructors is good for students, staff, and faculty.”
Another administrator stated that the impact of the presence of African American
instructors on campus is good for several reasons but also felt that race is not an issue:
There is need for our campus to look like our student body, and our population so
we can provide role models that are of similar ethnicity and give other students
exposure to other ethnic groups to broaden their views about society. As far as
the importance of African American instructors in the division is concerned, this
is important, but if all instructors do their jobs right, it will make no difference
what color the instructor is. I think it is good for these students to have role
models that they can relate to, yet I have to go back at the same time. For the past
two years, it was just white females, and I felt like we have always had a really
good relationship with our students. I never had a student to come to me and say
she felt like I or one of my instructors is prejudiced because of race. We never
had that.
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There is agreement that African American instructors are beneficial to community
colleges although different views are held on whether race and color continue to be
issues. Different cultures that make up the campus are one reason a diverse faculty is
needed, according to one administrator:
One reason it is very important to have African American faculty members and
other minority faculty members is because of our multicultural campus. We have
many African American students. In order for our campus to look as much like
our student population, having African American faculty is very important.
African American instructors are needed because students need role models that
look like they do, and other students need to be exposed to other cultures. White
students can also benefit from a racially and ethnically diverse teaching force.
According to Villegas and Clewell as cited in Newby, et al. (2000), “Seeing people of
color in professional roles, white youngsters are helped to dispel myths of racial
inferiority and incompetence they many have come to internalize about people of color”
(p. 2).
The number of African American students served by the college is noted by one
administrator as an additional reason African American instructors are needed:
A large number of the developmental students served are African American, so
students relate, in many instances, to people who look like they look and who have had
similar experiences as they have. They need someone who understands the culture and
the problems associated with it.
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Another administrator explains why African American instructors are needed in
developmental studies:
Many developmental students served are African Americans who encounter and
deal with

many social educational issues. Modeling is extremely important to

these students. They need to see that they, too, can overcome obstacles that seem
to stand in their way. Whether they deal with family members who do not speak
correct English or financial difficulty, they need to see someone who looks like
them in positions of authority. This will give them an incentive to work harder to
move forward.
Another response from an administrator addresses the percentage of African
American students served as a factor to illustrate the need for their presence:
African American instructors are needed because of the general population of the
school. I don’t know the exact percentage, but I believe that it is 45% African
American. If we are talking about role models, anyone can be a role model, no
matter what race. But I truly believe people who are similar make a greater
impact. The same is true for females, including administration. It is important for
them to see that we’re diverse, including international diversity. It’s a bigger
world out there than our little world here.
One administrator feels that it is important to have African Americans in different
divisions around the campus because “they serve as role models for all students, but
especially for African American students. It is important to see someone like yourself
succeed in many different disciplines.”
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The importance of minority instructors’ campus wide was described by one
administrator as he diminished the importance of minority instructors in any specific
discipline:
It is not necessarily any more or less important to have minority instructors in any
one division. I think we need minority instructors campus wide. I don’t think it is
discipline specific. And I think that for a couple of reasons. One is, of course,
we’ve got a large percentage of our student population that is African American.
I don’t know the exact numbers. I used to but I would imagine this is just
anecdotal evidence that I am citing. I think we are close to half, and we would
certainly want the faculty makeup to mirror the population. The schools are really
a microcosm of society. I think that there is the value really in the areas of
mentoring and in that minority faculty member just giving that person a role
model, someone that is like themselves, someone they feel comfortable talking to.
This is certainly not to say that a minority student couldn’t converse with a nonminority faculty member, but there is just too much research out there that says
there are benefits to having faculty members that are like you.
One administrator responded to the question of needing more African American
instructors as mentors this way:
We need African American instructors on our campus so our students can see
successful mentors and persons in authority to give them the idea of what success
looks like for the students’ benefit but also for the whole ambience here. We live
in a very multi-ethnic world, and we ought to be able to replicate that among our
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faculty; otherwise, we are not a true microcosm, and I think we should be a true
microcosm.
According to another administrator, there are several reasons African American
instructors are needed on college campuses. He explained as follows:
African American instructors are needed because a community college should
mirror its community at-large in terms of diversity. African American instructors
are needed as role models on our campus so that our increasingly prevalent
African American student population will have people that they can look to and
say, ‘Hey, if I work hard, I can accomplish worthy goals in my life, too.’ Also,
African American instructors are needed to foster an institutional culture in which
all people feel valued and comfortable. In the student recruitment process, there
is an axiom in which I strongly believe. That is if students come to your campus
and don’t see people who look they do, then those students are going to keep
looking.
Perspectives from students, instructors and administrators regarding the benefits
of African American instructors in community college classrooms were remarkably
similar. The advantages of the presence of African American instructors in the classroom
range from having the freedom to express thoughts and ideas freely to having someone to
serve as a role model. The cultural understanding, the incentive to be successful, the
comfort of a familiar face, and the presence of hope are all benefits that African
American instructors bring to the community college classroom.
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Diverse Culture and Challenge
Cultural diversity and challenges presented by exposure to different points of
view are benefits of a diverse faculty. The presence of African American instructors
offers benefits of cultural diversity to all students. Gurin, et al. (2002) found the
following:
Students are at a critical developmental stage during their college years; therefore,
learning about diversity and democracy is essential to acquiring desired adult
behavior. Interaction with diverse peers and instructors fosters a learning
environment that encourages critical thinking and intellectual development.
Students who were interviewed recognized the benefits of having an African
American instructor are not limited to African American students, but are extended to
other students as well. Exposure to those who are different gives a cultural diverse
growth advantage as well as a challenge that might not otherwise be realized. A 33-yearold Hispanic male, who is a fulltime pre-nursing student, made this observation:
Advantages are not limited strictly to African American students. Students who
are exposed to a variety of role models function better scholastically. The more
you can share, the more you can grow as a person. In addition, it is more exciting
to have a person who is diverse because a person who is different can take another
point of view and expand a student’s perspective. A diverse faculty is beneficial
to all students.
Some students look at having an African American instructor as an advantage
when it comes to teaching about the cultural of a certain group. They feel that one’s
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culture gives an advantage in teaching about that culture. A white male sophomore
English major stated:
They [African American instructors] are open to more African American culture
because they are aware of the broader views on African American authors and
their works. There are not enough African American instructors based upon what
I have observed.
Another student also spoke of possible course specific advantages of having an
African American instructor. A 33-year-old African American marketing student stated,
“Speaking of a course like American Lit, which might be hard for many students, an
African American instructor might be able to break it down more than another
instructor.”
The idea of being separated according to race was a concern for one student who
saw this as being unfavorable. A 19-year-old white web development student stated, “It is
better for students to have African American instructors so they won’t be so ‘racially
separated. Cultural diversity has it benefits. ”
One student shared the idea that there might be an advantage to having a variety
of teachers. A 19-year-old sophomore white male expressed the idea this way,
“Everybody ought to get equal opportunity. I do not know about hiring here.” He further
noted, “I might get more input from a variety of teachers.”
Some students recognized a challenge from African American instructors in a
predominantly African American setting. A-28-year-old marketing student stated, “If
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you have a predominantly African American school, the teachers push for students to try
harder.”
Other students observed the underrepresentation of African American instructors
on campus and expressed a need to increase the number to achieve a more culturally
diverse campus. For example, a white 55-year-old social studies major had this to say:
“I see a need for more African American instructors throughout the curriculum. I have
been here a semester and a half, and I have not had one. We need more.”
While other students found no difference in the teaching, they noticed that there
are few African American instructors as compared to white instructors. A 31-year-old
white female, previously enrolled several years ago and currently majoring in health
information technology stated, “There is no difference in African American instructors,
but it seems like there are not as many African American instructors.”
Others note the disparity in the numbers, but feel that they can confidently go to
African American instructors. A 45-year-old white male majoring in nursing noted,
“Students can go to the African American instructors and feel confident with the
responses they receive. The faculty make-up should be 50:50.”
Students speak to the need for more African American instructors based on the
fact that they have had none since they began college, but most emphasize the need for
intelligent and capable teachers, regardless of race. A 19-year-old freshman white male
majoring in MOT noted, “We need intelligent instructors to teach, and it does not matter
what race they are. However, we could use a few more African American instructors.”
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A similar expression came from an 18-year-old freshman majoring in English and
foreign language as he compares the way African American instructors teach to the way
white instructors teach. “They are basically the same. I just go to class. We could use
more because there are only a few.”
Many students who have never had an African American instructor could not
speak to an advantage or disadvantage as in the case of a 45 year old white BOT
female student who stated that she did not know if there were an advantage to
having an African American instructor because she had never had one.
A 19-year-old African American female who is a pre pharmacy major said, “Not
really. I don’t think there would be any academic difference in white and black
instructors. She continued, ”I have never had an African American instructor, but I think
a student can relate more and feel more comfortable talking with an African American
instructor.”
Other students notice that there is little diversity but do not feel that there is a
difference if they are good teachers. For example, a 22 year-old white CBT student noted
that there does not seem to be lot of diversity in the building she frequents and said that
there would be no difference in one teacher over another if they [African Americans ] are
good teachers.
Another 19 year old white female architect student expressed the same sentiment:
“One person or instructor is the same as the next as long as they teach the material. ” A
23-year-old white female who is a sophomore noted that there were no advantages to
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having African American instructors and observed that only one African American
instructor is in her building.
One student viewed the lack of cultural diversity in the classroom as a result of
the past. A 60-year-old African American student noted she had not been exposed to
African American instructors and stated: “There is no history here for it. The true
history is not here.” There are not enough African American teachers.
The history to which the previous student refers may be reflected in the following
instructor’s response to the need for diversity among community college faculty. This
response acknowledges the importance of a diverse faculty but suggests other factors that
also play a role in determining teacher effectiveness:
Because we have diversity of student population, a diverse faculty could bring so
much more to the table for all students. However, I do not believe an African
American instructor can be more effective because he is African American, but I
believe other factors of personality, teaching styles, sensitivity to students’
learning styles, age, and experiences play a large role in making one teacher better
suited than another for a particular group of students. Quality education and
educators encompass more than what is obvious to the casual observer.
Instructors’ views on cultural diversity bear some similarities to those of the
students who were interviewed. One instructor noted how diverse the world has become
and stated that the classroom should also reflect that diversity:
We are no longer isolated in our own little worlds. We have become a global
society. As such, our students need to be exposed to diversity in as many areas as
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possible during their early years. Having attended schools and colleges that have
diverse faculties provides them with a view of what the world is like from a safe
distance.
Other instructors’ responses also focused on the importance of diversity to the
development of students’ minds. One instructor communicated its importance in the
following manner:
Students need to learn about different cultures, and a diverse faculty can present
different views on certain topics that a non-diverse or homogeneous faculty
cannot. This gives all students greater knowledge about the culture and the beliefs
of others, so the benefits are far reaching.
Another instructor saw the need for diversity to help acquaint students with
problems that are likely to occur and challenge them later in their lives: “Students need
to be well-rounded in order to withstand the adversities of life. Diversity is key to this
attainment.”
One instructor who attended integrated schools all of his life summed up the
impact of African American instructors in the classroom this way:
It is diversity that brings more life into a lesson. Some of the best schools I have
attended had a diverse student body and a diverse faculty. These experiences had
a great impact on how I have come to view the world. Students need diversity.
Two instructors pointed out the importance of perspectives in regard to the
benefits of African American instructors in community colleges. One instructor
explained how students benefit from exposure to different perspectives:
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Students need to be exposed to varying points of view. Some subjects seem to
need this difference in perspective more than others. The social sciences, for
example, should be approached from many different perspectives to broaden a
student’s outlook on life. Some instructors can relate certain customs and
traditions more effectively than others, especially when they have had greater
experience with those cultures.
The second instructor who focused on the importance of perspective when it
comes to including representative numbers of African American instructors made a
different point. He indicated other perspectives are needed to help us see the real world
and to shield us from our self-centeredness:
If we are going to demonstrate what the actual world is like, we need different
perspectives. We don’t need a stagnant representation of what reality and what
academia is. Different kinds of races, nationalities, countries, cultures, religions:
all those perspectives give us a better image of what the world is like and bring us
away from ego-centrism.
The idea of preparing students for the diversities of the world and providing role
models for all students was prevalent in many instructors’ responses to the need for
having African American instructors on community college faculties. The following is
one instructor’s response:
It is important for the college to look like the students being served so that they do
not enter an arena that is so foreign that they feel like that is a barrier to their
success.

African American role models are needed because the world is
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shrinking; we have such an opportunity to be a global community. We can go all
over the world in a matter of seconds. We have to look more like the world. We
should not create an isolated classroom. If we are targeting a specific student
population, we have to put somebody in place for them to look at that looks like
them.
Exposure to different points of view is one of the many benefits of a diverse
faculty. The presence of African American instructors in community colleges offers
cultural diversity to all students.

Summary
Chapter 4 discussed data gathered from students, instructors, staff, and
administrators to gain an understanding of factors that may contribute to the low
percentage of African American instructors at Minerva Community College. The data
collection strategy was determined by four research questions which guided this study.
Data was collected and analyzed over a period of approximately five months from
interviews, observations, and documents. From a faculty of 230 and a student body of
4,500, approximately 12% of the faculty is African American while 38% of the student
body is African American. A summary, conclusion, and recommendations are presented
in Chapter 5.
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CHAPTER V
SUMMARY, CONCLUSION, RECOMMENDATIONS

Summary
The purpose of this study was to identify the underlying factors that contribute to
the low percentage of African American instructors in the community college.
Underlying factors that were identified by this study were gathered from data generated
from interviews with students, instructors, and administrators. Phenomena that
contributed to the low percentage of African American instructors in community colleges
were categorized according to the following themes: (1) lack of competitive salaries, (2)
lack of employment opportunities, (3) inadequate recruitment practices, (4)
discriminatory recruitment and hiring practices (5) lack of desire or interest in the
teaching profession, (6) lack of encouragement, (7) lack of mentors/role models, (8)
inadequate pool of graduates, lack of qualified candidates, and competition for graduate
students, and (9) unwelcoming campus climate and inability to retain African American
instructors. Critical qualitative research seeks to investigate and understand the social
and political aspects of the reality of a situation by delving into how people make sense
of their world and their experiences in the world. As critical theory dictates, this study
sought to discover how and why a social institution, such as a community college system,
designed for social and cultural reproduction and transformation of that culture, has
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produced, or evolved into, a system that appears oppressive in areas of educational
practices that relate to the hiring of representative numbers of African American
instructors.

Conclusions
Acknowledgement of low representation of African American instructors in the
community college classroom was voiced by a majority of interviewees. Educational,
logical, and moral reasons were given for increasing the numbers. Phrases like level
playing field, hard work, too soon, not ready, buddy system, minority issue, and campus
climate were used to express attitudes, desires, regrets, and opinions; however, the
disparity remains.
1. The absence of African American instructors was noted by student interviewed
during this study as they recalled the number they had encountered during their
enrollment. Twenty of the 48 students who participated in this study had never
had an African American instructor while attending MCC. Sixteen had had one
African American instructor, seven had had two, and one had had three. Thirtytwo students did not have any African American instructors for any of the classes
in which they were currently enrolled. Fourteen students had had one African
American instructor at the time of this study. Thirty-one students had not had one
African American instructor during the previous semester. Thirteen students had
had one during the previous semester. Full-time students typically have four to
six instructors during a semester. With the population of the college at
approximately 40% African American, the low percentage of African American
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instructors is quite obvious. The fact that many students have not had an African
American instructor seems inconsistent with the statement of non discrimination
on the basis of race, color, national origin, sex, disability, religion or age in
admission or access to, or treatment or employment in its program and activities
(Minerva Community College Catalog 2006-2007).
2. African American instructors are underrepresented in community colleges
because of lack of competitive salaries. The lack of competitive salaries for
community college instructors is an obstacle to the hiring of all instructors,
regardless of ethnic background. However, this is especially true in the case of
African American instructors. The private sector offers much higher salaries
than those offered by community colleges. Not only does the private sector offer
more competitive salaries, but the K-12 school systems as well as the four-year
college and university systems offer more competitive salaries than do community
colleges. In fact, K-12 funding has enjoyed consistent increases while community
colleges have received less funding; consequently, community college salaries
have not risen at a rate comparable to those of other school systems. The low
non-competitive salaries are a factor in the low percentage of African American
instructors in community colleges. Science, technology, engineering, and math
(STEM) majors have been and continue to be in high demand for private sector
jobs that offer higher salaries and better benefits as compared to the jobs in
education that offer lower salaries and fewer benefits. This is especially true of
African American students who are STEM majors, making them very much in
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demand and scarce in community colleges. STEM majors often choose to accept
jobs in the private sector because the salaries are higher and the benefits are
greater. Many teacher candidates are often lured away with offers of higher
salaries from other employers. Failure to fund community colleges’ salaries,
making them less competitive in the job market, has had a major impact on the
institution’s ability to attract and hold African American instructors. There is
also the undercurrent of inequitable pay scales within the system. Salaries are
seldom openly discussed, leading to speculation that some instructors are paid
more for positions within the system than others who have similar experience and
qualifications. This issue, though rarely discussed, is a factor that affects job
satisfaction which ultimately impacts an institution’s ability to attract and retain
African American instructors.
3. Low representation of African American instructors in community colleges is
due to the lack of employment opportunities. When a prospective employee does
not see anyone who looks like him or her in leadership or upper management
positions, questions might arise regarding the opportunities that he/she might be
given to advance. Lack of opportunities is an obstacle in the hiring of African
Americans as well as the promotion of African American instructors. The
absence of opportunities is reflected in the lack of African American
representation on administrative levels, especially administrators who are
responsible for the recruiting, interviewing, and hiring process. White
administrators are perceived to be less aggressive in the search-and-hire process
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for African Americans candidates than African American administrators. White
administrators are perceived to have less desire to hire African American
instructors and administrators as compared to African American administrators.
When African Americans are in positions to participate in and influence the
recruiting and hiring process, opportunities and interests of African Americans are
presented and represented in an inclusive way. When African Americans do not
hold administrative positions that involve participation in the hiring process, the
interests of African American applicants are not always advocated or advanced.
Advancement and promotion opportunities are affected in a similar manner.
There appears to be little interest or action focused on promoting African
Americans beyond the middle management levels. Upper management level
appointments or promotions have not been made. Advanced degrees appear to
have no bearing on promotions. The critical need for growth opportunities is
supported by Myers and Turner (2004) who noted that the absence of
opportunities to grow in any profession hinders the growth of the institution as
well as the growth of individuals who make up the institution. When African
Americans are not afforded the opportunity to serve in leadership positions, they
are less likely to have an opportunity to influence and encourage the hiring of
someone like themselves, less likely to participate in decision- making processes,
and less likely to bring about changes that are beneficial to the institution and
those served. Ultimately, a loss of valuable human capital results.
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4. African American instructors are underrepresented in community colleges
because of inadequate recruitment efforts. Recruiting and hiring processes play a
very important role in determining the racial makeup of a campus, another factor
in the low percentage of African American instructors in community colleges.
Too often recruitment efforts do not produce African American candidates.
Searches are often not thorough or successful because HBCUs are not always
consulted, HBCUs have no candidates to recommend, the pool of graduates is
low, candidates are offered higher paying jobs elsewhere, and candidates have
little or no interest in teaching at community colleges. The recruitment process
begins with the declaration of a vacancy or the creation of a position. The process
continues with advertising of the position, acceptance of applications, granting of
interviews, conducting the interviews, and finally, ends with the hiring of a
candidate. Prospective candidates and resource persons need access to clear
guidelines and information regarding vacancies, deadlines, job qualifications and
the hiring process.
5. African American instructors are underrepresented in community colleges
because of discriminatory recruitment and hiring practices. Discriminatory hiring
practices are another area of concern as a factor in the low percentage of African
American instructors in community colleges. Recruitment and hiring practices
that do not consistently contact historically black colleges and universities as
resources raise the question of discrimination. To secure African American
applicants, sources that are rich in African American students must be sought.
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African American participation on an administrative level is also important in
establishing a non-discriminatory process. When African Americans are not part
of the hiring process, their interests are less likely to be represented. Candidates
are less likely to receive the support and good word that is often needed and given
on their behalf to encourage their hiring. Previous administrators had full
authority and control over who was interviewed and hired without the benefit of
input from African American administrators. Friends or friends of friends were
often given positions regardless of qualifications. This practice was accepted and
not questioned at that time by those in controlling positions. A more formal
democratic-like process is currently employed; however, the old way was never
condemned and the low representation of African American instructors continues
to exist. Prospective applicants are currently required to complete an interview
process after an application, credentials, and letters of recommendations have
been submitted in response to advertised vacancies. This process, however, does
not seem to apply to all positions. For example, that process does not appear to be
the protocol for upper management positions. The process for some positions
seems to resemble past procedures where formal job posting or public advertising,
formal application procedures, and the interview are not a part of the process.
6. African American instructors are underrepresented in community colleges
because of lack of desire or interest in the teaching profession. A lack of desire or
interest in the teaching profession is another reason African Americans are
underrepresented in the field of education. This lack of interest sometimes stems
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from a lack of confidence in one’s ability to do well. Encouragement is needed to
help prospective instructors to move beyond this barrier. Another reason for lack
of interest relates to public perception. Teaching is not a profession that is
currently held in high esteem as compared to earlier years. The respect that
teachers once received is not necessarily received today. In many cases, students
are discouraged from becoming teachers by those who are in the profession. Poor
salaries, tedious work, long hours, unappreciative students, disgruntled parents,
and demanding administrators are reasons given for avoiding the profession.
Students express a desire to enter a profession that is more exciting than the
teaching profession. They want a career that will allow them an opportunity to
enjoy better-than-average wages and lifestyle. They do not want to begin a career
with enormous loans that take years to repay, so they avoid teaching as a
profession. Lack of interest in teaching is prevalent among both African
American and white youth today.
7. African American instructors are underrepresented in community colleges
because of lack of encouragement. Lack of encouragement is another area that is
directly related to the underrepresentation of African American instructors.
Family and teachers are not the strong sources of encouragement that are needed
to increase the number of African American instructors. Encouragement to enter
the teaching profession is necessary to stimulate and sustain interest. Fewer role
models are available to tell and show students how important it is to pursue
education as a career. Recruitment personnel in high schools and colleges are not
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as vigorous and relentless in their efforts as needed to increase the number of
African American students who enter the teaching profession. There are not
enough concerted efforts to identify, encourage, and support prospective teachers.
Because teachers are not held in high esteem, negativity is associated with the
profession. Negative attitudes coupled with non competitive salaries make
recruitment and other efforts of encouragement difficult. The amount of
preparation needed to enter the profession as well as the amount of work required
to remain in the profession is discouraging. Encouragement from role models and
mentors is needed to counter the lack of encouragement from other sources and to
emphasize the rewards of teaching. Inspiring others to enter the profession is
needed among elementary and high school teachers and parents as well as college
recruiters and instructors. Students who are encouraged by good role models who
demonstrate the merits of the profession are more likely to develop an interest and
pursue the teaching profession.
8. African American instructors are underrepresented in community colleges
because of lack of role models and mentors. Providing role models and mentors
helps to increase the number of African American instructors in community
colleges. Students imitate those around them, whether positive or negative.
Setting a good example is always the best strategy to encourage others. This
makes positive role modeling extremely important in leading the way to
educational pursuits for young people. When they see people who look like them
in positions of authority and respect, they aspire to be like them. They become
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encouraged that they can set and reach worthwhile goals like those who have
modeled the behavior before them. Mentors, like role models, are also important
in increasing the number of African American instructors in community colleges.
Mentors are needed who take personal responsibility for setting examples,
guiding, and training prospective instructors as they prepare to enter the field of
education. The more positive the attitudes and behavior of role models and
mentors, the more likely students will develop and maintain an interest in the
profession. When role models and mentors overcome barriers similar to those
faced by students in their personal and professional lives, they [students] become
encouraged. They realize success is possible if they persevere. Nurturing
precollege students is also an effective way to stimulate interest in teaching and
increase the number of prospective teachers early in their careers. The idea of
growing your own is an effective mentoring strategy that has the potential of
encouraging and increasing the number of African American instructors. The
earlier an interest is stimulated, the greater the chances of increasing the number
of African American instructors. Good role models and mentors place emphasis
on the desirability and positive aspects of teaching rather than the negative
aspects. This type of encouragement is very effective when directed toward
students who are at an impressionable time in their lives. Positive role models
and mentors are the best medium for attracting students into the field of
education. To observe success in someone with whom students can identify is
essential in stimulating a can do attitude. When students see someone who looks
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like them in a position of authority, they can envision themselves as a success.
This type of modeling dispels doubts about students’ ability to succeed and helps
them to understand that hard work can pay off.
9. African American instructors are underrepresented in community colleges
because of inadequate graduate pools resulting in a lack of qualified candidates
and increased competition for those that qualify. The pool of African American
graduates is so low that institutions often find themselves fighting with each other
and other employers over available graduates, especially those in the areas of
math, science, and physical fitness. Low enrollment in graduate programs is due,
in part, to lack of interest in continuing education. Students are not interested in
making the commitment required to qualify them to teach. They choose other
fields that command a greater salary and are more exciting. A lack of funds is
another reason graduate pools are inadequate. Often the enormous expense is a
roadblock to entrance and completion of graduate programs. Scholarships and
loans are not always available for pursuing graduate programs. When funds are
available, they often provide only a portion of the money needed, and the student
must work part time or fulltime and balance studies. Another reason for
underrepresentation is the lack of qualified graduates. Poor undergraduate
preparation is indicative of poor performance in graduate school. Mediocre
grades on one level are predictors of mediocre performance on the next level.
Poor preparation for graduate study is often the result of poor academic
background, lack of encouragement, and/or lack of tutorial assistance for
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academic weaknesses. As a result, fewer African American students are being
admitted to graduate programs to pursue higher education. Inadequate programs
for graduates, lack of qualified candidates, and competition are just some of the
reasons African American instructors are underrepresented in community
colleges. While there is evidence of low graduate pools and competition for
graduates in some disciplines among institutions seeking diversity, there is also
data supporting the fact that there are many African American graduate students
who have been unsuccessful in securing positions in higher education. These
applicants continue to seek positions despite claims from others that they are not
interested in education because of the low salaries.
10. African American instructors are underrepresented in community colleges
because of an inability to retain instructors due to retirement, job mobility, and
unwelcoming campus climates. African American instructors are
underrepresented in community colleges because of an inability to retain
instructors. Retirement is one of the reasons schools have not been able to
maintain the number of African American instructors in areas where balance has
been previously achieved. When a campus has been fortunate enough to establish
a diverse faculty, retirement tends to erode that diversity as veteran instructors
choose retirement for a number of reasons. Replacements are difficult to find
because of the dwindling pool of candidates. Retirement and a failure to replace
those retiring instructors with other African American instructors have caused the
number of African American instructors to be reduced in community colleges as
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well as in other educational institutions. In addition to retirement, mobility also
creates a drain on an established faculty. When opportunities are presented
elsewhere, instructors often take advantage of them, which means leaving a
system whose racial balance might have depended upon one or more individuals.
Another issue that affects retention of instructors is campus climate. Instructors
are often discouraged because of unwelcome climates. If instructors feel
uncomfortable or unwelcome, they are not likely to accept employment, or if they
accept, they are not likely to stay. When a chilly atmosphere is felt, an
instructor’s ability to blend in, make meaningful contributions, and develop to his
fullest potential is hampered. An atmosphere of inclusion and appreciation from
veteran instructors can increase the number of African American instructors who
accept and remain in positions at community colleges.

Summary
Factors that contribute to the low percentage of African American instructors on
community college campuses include (1) lack of competitive salaries, (2) lack of
employment opportunities, (3) discriminatory hiring practices, (4) lack of desire or
interest in the teaching profession, (5) lack of encouragement, (6) lack of mentors/role
models, (7) inadequate pool of graduates/competition for graduate students, (8)
unwelcoming campus climates, (9) lack of qualified candidates, (10) inadequate
recruitment efforts, and (11) inability to retain African American instructors. African
American instructors are needed and are beneficial in community colleges because they
provide understanding to students of all colors, serve as role models and mentors, provide
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an atmosphere conducive to self-expression, and provide a view of the real world. This
may be due, in part, to the fact that someone other than themselves believes they can
accomplish a task, or it may be that they do not want to disappoint the individual who has
expressed confidence in them.

Recommendations
The following recommendations provide a means for the college to accomplish its
mission and commitment of providing equal employment opportunities that do not
discriminate on the basis of race, color, national origin, sex, disability, religion, or age in
admission, access, treatment, or employment in its programs and activities. First and
foremost, increasing the number of African American instructors on community college
campuses must begin with a genuine desire and a feasible plan. Begin with a goal of
hiring at least three African American instructors for each division if the current number
of instructors in that division is six or more. The hiring of three African American
instructors in each division will increase the overall number of African American
instructors campus-wide with expedience and will help to create a climate conducive to
camaraderie among new employees. The hiring of three African American instructors in
each discipline has the potential of systematically increasing the number of African
American instructors on campus.
1. Development and use of effective one-on-one and group awareness strategies
such as campus campaigns to emphasize the importance of teaching, the provision
of additional scholarship incentives to enter the field of education, and the
provision of role models and mentors. A model is needed for recruiting. If
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students do not see teachers like themselves that are teaching, they will not be
able to see themselves as teachers.
2. Creation of a position for an individual who will be responsible for researching
and developing a plan(s) for recruiting minorities. One duty of the person who
fills this position should be to contact HBCUs to keep abreast of minority
graduate students who are potential candidates for teaching positions and to keep
HBUC’s informed of potential job openings at the college. The creation of a
recruiter position to focus on the recruitment of minority faculty is a strategy that
has been considered by administration; however, no action has been taken yet..
The hiring of such an individual represents an aggressive recruitment effort.
3. Another important and effective recruitment effort includes networking with
others from around the state to provide useful leads to African American
candidates and to apprise others of the search for African American candidates.
Broad and inclusive advertising strategy designed to reach diverse audiences
through diverse multimedia is needed for effective recruitment efforts. Regular
consultation and advertising with African American publications and HBCUs and
the establishment of uniform and consistent guidelines and procedures for training
and conducting interview committees also represent adequate recruitment efforts.
A committee composed of a cross section of the campus which includes African
American instructor and administrator involvement in the recruiting and hiring
process is an important part of adequate recruitment effort. Efforts have been

256

made to reach out to HBCUs for recruitment, but no hires have resulted from this
effort at present.
4. Development of clear, consistent, and uniform guidelines and procedures for
training all potential interview committee members. Development and
implementation of such guidelines will help to assure uniform training of
potential interview committee members. Communication of the educational
requirements and skills needed for specific positions should be a part of the
training.
5. Clear and specific criteria, guidelines, and procedures for advertising,
interviewing, and hiring should be developed and made available to employees
inclusive of the following:
A. The filling of vacancies, including who makes the decision to fill a
vacancy, timeline for filling a vacancy, timeline for advertising, and the
pool from which the applicants will be drawn.
B. The selection of interview committee members to receive training and
participate in the interviewing of applicants for job vacancies. All
potential interview committee members should be exposed to what is
expected of an interview committee member, thus, enhancing their ability
to serve as a committee member.
C. A plan for upward mobility of African American instructors into
administrative positions. This will increase the number more quickly if
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African Americans are targeted, thus addressing and alleviating the low
representation.
D. A plan outlining requirements and guidelines for promotions. All
potential candidates for promotion will have access to information needed
to pursue promotions when the vacancies occur.
6. Appointment of a committee to study campus climate and charge the committee
with the development of a plan for improvement if improvement of the campus
climate is deemed necessary. Retention of minority faculty will be improved if
the potential for an unwelcome climate is identified and alleviated.
7. Develop a grow your own plan to encourage and recruit prospective teachers from
among current students. Include a plan for tuition incentives. An effective way to
decrease the shortage of teachers is to encourage and support your own by
offering monetary incentives to help defray the cost of education. In return, the
student will be expected to give back to the system and will encourage others to
do the same.
8. Organize a diverse committee of staff and faculty members to discuss minority
issues and concerns. Open discussions of issues help to keep participants
informed, provide an opportunity to offer constructive solutions to potential
problems, establish camaraderie among participants, and set good examples of
working together to achieve a common goal.
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9. Add an African American Studies course to the curriculum. Begin with African
American Literature. Studies that provide an opportunity for an individual to
learn more about his/her culture and to pass that knowledge and interest on to
others can be very rewarding. If instructors can stimulate interest and teach
others about themselves and other cultures, a win-win situation, retention of
students and instructors, is created.
10. Enlist the help of outside resources. Use community leaders, especially retired
educators to locate prospective instructors. Make others aware that there is a
disparity, and emphasize the fact that more efforts are needed to hire African
American instructors.
Suggestions for Further Study
1. A research study that focuses on a comparison of promotions and educational
achievements of minority instructors as compared to promotions and educational
achievements of non minority instructors in a community college setting needs to
be conducted.
2. A comparison of the promotion of minority instructors in a community college
setting with the promotion of minority instructors in a university setting needs to
be the focus of a study.
3. A longitudinal study that tracks the careers of educators who were products of or
who participated in a mentor program as part of their preparation for teaching
needs to be done.
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4. Since the majority of administrators in this study were non minority educators, a
study that compares student achievement, graduation rates, advancement
opportunities, job satisfaction, and/or campus climate at an institution where the
majority of the administration is composed of minority educators with an
institution where the majority of the administration is composed of non minority
educators needs to be conducted.
5. A study that compares the credentials and qualifications of candidates who are
recommended for hire by community college interview committees with the
credentials and qualifications of candidates who are not recommended for hire
needs to conducted.
Closing Remarks
The themes that were identified were intricately connected with each other to the
extent that some appear to be sub-themes of the other. For example, lack of interest is
associated with lack of encouragement and lack of mentors and role models. Lack of
encouragement appears to be the result of inadequate recruitment efforts as well as a lack
of role models and mentors. Inadequate salaries suggest a reason for lack of sustained
interest in the profession. Lack of qualified candidates is reflective of inadequate
graduate pools; inadequate graduate pools have a direct effect upon the number of
available qualified candidates and issues of supply and demand. Discriminatory hiring
practices are a symptom of an unwelcome campus climate, and an unwelcome campus
climate is reflective of discriminatory hiring practices. Discriminatory hiring practices
and unwelcome campus climates contribute directly and/or indirectly to the lack of
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opportunity to participate in the community college educational system. All themes are
interrelated; yet, they lend themselves to extensive discussion as separate entities. The
issues discussed as themes that emerged from this study are some of the factors that
contribute to the low percentage of African American instructors in community colleges.
When I began this study, I had preconceived notions of what I would find, but was
hopeful that major changes would be found in the way instructors are hired and promoted
in comparison to the way the process was done in the 70s and beyond. Interviews and
observations of students, instructors, and administrators revealed factors that impact the
presence of African American instructors in the community college setting. Responses
such as “There has not been enough passage of time since the Civil Rights Act” do not
address the disparity at hand or provide opportunities to change the disparity. The fact
that valuable human resources are lost when African American instructors are not
represented in the community college classroom remains a problem acknowledged by
many; however, little change has occurred. To say that we need to develop relationships
with historically black colleges and universities and follow up with visitation to the
campuses must become a reality in order for intended results to occur. An educational
system which does not take advantage of all the resources available is a system that does
not reach its full potential. This, in turn, breeds a student body, the future workforce, that
does not reach its full potential. Special efforts need to be made to include all available
resources in order to increase educational and social benefits to all students. It is
increasingly important for administrators to discover and implement ways to increase the
number of African American instructors in the classrooms of community colleges rather
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than suggesting that everybody is fighting over the few that are available, that they are
going elsewhere, and that there is an ongoing struggle to get and keep them. Publicized
vacancies for all positions could bring an awareness that is needed to ease the disparity
and achieve the diversity through community involvement. Essential to the achievement
of diversity, an endeavor which illuminates from this study, is how and why this
particular community college, a social institution designed for social and cultural
reproduction and transformation of that culture, is still a system that is oppressive in an
area of educational practice, such as the hiring of representative numbers of African
American faculty, in this transformational era of the 21st century.
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1. What direct and indirect factors contribute to the low concentration of African American
instructors in community colleges? Are these factors new and evolving or are they well
established factors from the past? Are they a part of written, documented policy?

2. What strategies are employed by the community college recruiters and administrators to
increase the number of African American instructors in community colleges? What
policies govern the strategies? When and how have the strategies changed?

3. What strategies have proven effective in increasing the number of African American
instructors in community colleges? How have these effective strategies been employed
in the recruiting and hiring of African American faculty in the community college? Who
has been instrumental in developing and implementing these strategies?

4. Why are African American instructors needed in community colleges? What are the
benefits of increasing the number of African American instructors in community
colleges?
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4:00 STAFF PERSONNEL
4:01 Classification Secretaries/administrative assistants, operations/maintenance
employees, bookstore staff and library staff employed by Meridian Community
College are classified as staff personnel.
4:10 Employment Meridian Community College has a systematic method (outlined in
the Employment Manual) of insuring that equal opportunities for employment
are available to all interested persons without regard to race, color, religion, sex,
national origin, age, or disability.
4:11

Initial Employment All full-time personnel will be hired by the Human Resource
Coordinator. A committee will be chosen and approved by the President. Once
confirmed, the committee will interview all applicants considered and make a
recommendation of hire. Once the applicant has been approved by the president,
the Human Resource Coordinator will offer the applicant the position. A letter
will be sent to all other applicants by the Human Resource Coordinator. All parttime employees will be hired and processed by the areas of supervision.

4: 12

Dismissal Staff employees may be dismissed by the President for any good cause.
An immediate supervisor who believes that he/she has cause for dismissal of a
staff employee should make a recommendation to the President. Causes for
dismissal may include incompetence, neglect of duty, conduct which adversely
affects the ability of the individual to fulfill responsibilities of his/her position
description, failure to fulfill terms of employment contract, persistent
absenteeism and/or tardiness to work, dishonesty in the performance of his/her
job, conduct which endangers others in the work place, conduct or behavior
which adversely affects the institution's reputation or standing in the community
and/or other good cause.
Suspension is the temporary removal of an employee from their responsibilities
for the purpose of investigating charges, which could lead to dismissal.
The President must be notified by the immediate supervisor of any pending
dismissal prior to any action being taken against an employee. (5/10/05; Board of
Trustees)

4: 13 Determination of Employee Compensation Compensation for all college personnel
is determined by the District Board of Trustees upon recommendation by the
President. Factors that typically influence the President's recommendations to the
Board in regard to new hires, include, but are not limited to: (a) the candidate's
previous work experience; (b) the candidate's educational attainment; (c)
compensation currently being offered for like positions in the private sector or by
other public colleges; and (d) the current state of the college's finances.
Compensation for existing college personnel is also determined by the District
Board of Trustees, by recommendation of the President, as a component of the
annual budget process. The President's recommendations to the Board are
typically influenced by: (a) the current state of the college's finances; and (b)
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EMPLOYMENT APPLICATION

283

MINERVA
Community College
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