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A 'Mollycoddle

One for the nigger
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AN INSTITUTIONAL ANALYSIS OF K COLLEGE:

A SOCIO-POLITICAL PARADOX AND RETENTION

Introduction. This report will not have a completely formal methodology

that many professionals have come to expect of an inspitutional analysis. Be-
cause the author was in the unique position as an Intern in the President’'s
office}(and appointed Director of Institutional Research, he discovered that
while; on the-oﬁé hand he was an outside observer, on the other hand he was

close enough to the'institugion to feel its pulse; though seemingly paradoxicalg/.
the outsider/insider céncept is appropriate. In appreciation for the important
opportunit?%to develoﬁ at a crucial point in his éareér, the Intern produced

this document in the hope that it will help che College in the future in some
‘§ignificant way.

It goes, almost without saying that K;lamazoo'College does a fine‘job at
edgcatifng many of its students--its record willkspeak for ifself in that regard.
Moreover, any institution wgich_has the natior.al presence of Kalamazoo must
necessarily have maﬁy strengths aﬁd-will be doing many things superbiy. However,
—,rfhi§‘%gpoft will deal almost e;clusively with its weakest areas in order that
the College‘mayrbgcome better than it is.

" Almost in ﬁﬁaﬁ?gémé Veintythe analysis will be quite critical of;individuai
: - - .

offices and may even seem to conndte-personal -characteristics: When that appears

L~ et

to happen, the reader is reminded of thé.difficulty; at times, of separating the

percon frem the office. This report is in no way a personal evaluation of anyone.l..

Th. .uilce of the president i% the most likely candidate for the misinterpretation

main.v because it is the office of‘greaCest responsibility.‘ .

v
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An Institutional Amalysis of K College ' 2

The President of Kalamazoo Coliege has allowed this study to go toward, and
has no reservations about its findings being aired in a public domain, that re-
flects his majo; stréngth——a profound confidence in himself, his office, and the
College-~more than any comment in the subseﬁﬁént text will. -

This analysis is a reading of the College in tﬁose areas where the Intern
judged,‘independgntly, that the College had short falls.  While the information
was obtainéa ffom various sources (bothbformally and informally) including written

documents and verbal reports, the author is making an independent evaluation of

the sources and data, and accepts full responsibility for the accuracy of presen-

tatiomn.

The Methodology. The méthodological gtructure of this stqéy can be described
as follbés:
1. An evaluatioﬁ of informational flow and operafions of the President's office.
2.7 An obéervatidn of the Board and dts major committees.
3. Participation in the kéy College committees.

4., Extensive interaction with studénts, faculty, administration, staff, and board
members. :

5. An assessment of the larger community reaction to, and involvemlnt with the
College.

e

6. Familiarity of institutional data, the College's history, current policies,
and decision making styles. -

7. Reviews of budget data and College member's compensation packages.

8. Evaluation of policy and polity related to admissions; retention of students;
employment and dismissal of faculty, administration, and staff

9. Assessment of social, academic, and political Clim;;L/éé related to number 8
above. "

10. A disciplined judgment of the,componenté of this analysis.

ey

O
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An Overview. The three critical areas are: 1) institutional research does

.

not have a natural tie to the computing facility and usually compiles data in a
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piece-meal fashion, 2) there is an attitudinal factor which prevents the College

from diQersifying——the College makes a national effert-to duplicate its similari-

ties;_the manifestation of whiéh is a sophisticated superiority behavior, and 3)

the Cbllege is experiencing.,a serious retention problem that sfarts a; the upper

administrative level and ripples throughout the College. Moreover, the larger com-
" munity (alu.mi, friends, supporters, etc.) is affected by the internal phenomenon
and in a reactionary posture disengages itself by varying degrees from the Colleges
well being. The attitudinal theme will beAiilustrated létsr as various sggments 5f
the College community are aniayzed. quever, it‘is maintained from the outset that
the peculiar separation of institutional research fr.om the primary data source was
caused historically by the morale and attitudinal phenoﬁehon which took the form
of admihistrative personality clashes. The end result was a termination_of the
research personnel and ~ profound suspicion of the Research Office, the removal énd
réSdltént attitude render the Office temporérily defunct.

Because the'former'resegrgh_office: was-vieﬁé;Mas using,the,Office.to férce
administrative decisions, as opposed.to providing the da;a on which decision making
may be based, administrative conflicts developed. Also, it was genercily assumed by
the College community that the data were not presented in such a way as to facili-
tate collective decision making. '[he senior administrators and department heads,
for the most part, interpreted the Vice President for Research.and Planning to be in
a power struggle fof dominance. The adminis:rative reaction which was intended: to
bring the Office under control, in fact, caused it-tb become defunct: Some adminis-
trati&é uncertainty still remain about the proper use and control.of the OL.ice of
Institutional Research and Planning, although the College's reed of such a facility
is ‘obvious. |

The Intérn recognized the College's need for institutional research and desirgd

”

to be of significant service to the College. Therefore, he initiated the process

[9) . “ t

0.0
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An Institutional Analysis of K College

EromAwhich he was appointed Directbr of Institutional Research. The Intern start-
ed with ambitions of establishing a viable research office in éhe College community,
which.w;s tu be restructured in sugh'a way as to be-higﬁly functional. He soon
discovg;ed that the College community was so hostile toward institutional research

because of past experiences, that much time and effort was needed to re-educate

~ the community with respect to institrtional research. YMoreover, the lame-duck

perception of the Rockefeller Intern coupled with reservations about his profession-

al abilities, made the re—educational process more tedious than it should have

been. Therefoure, because of excessive resistance and the absence of clear authori-

ty, the Intern made no serious attempt to restructure the Research Office in a ,

functional manner, even though an éﬁéropriate structure is judged (by the majority

cf the President's Advisory Committee, the author concurring) to be necesgary for ™

" the operation of the QOffice. The absence of continuous systematic data flow is the

O

Aruitoxt provided by Eic:

main failing of this study (and the College) in a statistical sense. However, this

report still has validity .and the College vitality as this document will demonstrate.

by

The Student Body. While the .College is committed to a liberal arts missiom,

it -does not equivdcate about its 'hard" science orientation. At the executive and
senior administrative levels, there is a real concern about retention of students.
The faculty are concerned mainly about the quality of students, particularly those

who are allowed to graduate. Many times these two concerns seem more conflictive

.than théy have to be as will be illustrated later. ﬂEvery'faculty knows a quality

student when he experiences him, but as a group, the faculty is upable to define =,
what is quality, or how to describe it to other professional groups, and usually
disagree among themselves on precisely what is quality in a student. The idea of
"whaf-is quality' is especially controversial with ‘respect: to non—tradi:ioﬁal stu-
dents generally, and the Black students particularly.

When we explore the graduates in Biology, Physics, Chemistry, and Mathematics

for the selective years of 1977, 191&5V1973; and 1972, (time did not permit the
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An ilnstitutlonal Analysis ot K Colliege ‘ 3 -~

collection of ‘data for 1976 aﬁd 1975) the data are interesting: The SAT range for
1977 is froﬁ 340-1420; Tfor 1974, the range is 959;1578;—for 1973, 1091-1504; and
1003-1450 for 1972. Also, sne notices that the relationshiﬁ,of cumulative 35PA's
with board scores changed over the years. For exampie, even though the board scores

.

for 1977 are lower than the other selected years, those graduates with lower SAT's

tended to get better grades--no 1977 graduats has a cumulétive GPA between 2.00-2.49,
as in earlier years. (ﬂor;over, chere is o much overlap in the SAT ranges as relat--
ed to cumulative GPA's (which are Analyzed at 2.00-2.49, 2.50-2.99, 3.00-3.49,eand
3.50-4.00) Lhat one is hard put to say that SAT's predict college grades other than
in the extremes of the range.. (See Tables 1-4.)

Cbviously, if one studied the drop-outs in a sim.lar fashion, he may discover

additional information. -Given the SAT range of the students who graduate and the’

overlap of the range as related to grades received, it is clearly suggested that

~much caurion should be exercised in drawing conclusions about SAT or any standard

score usa2d as a predictor of college-success. Institutional Research along with

Admissicns and Student Services need to study attrition and retention together.

.

The author suggests the creation and use of a student survey instrument which is

designed to cbllect the student's experience data while they are enrolled; an
' > N

ana’ysis of that instrument will help the College understand the nature of its at-

=

trition problem.

Presently, the Office .of Institutional Research is not structured in a manner
@

which allows it to generate statistically sound reports. While the Office needs :
to be separated from the cabinet level decision making process, the decision makers

need the research services in order to make policy from an informed position. It
e '

is imperative that the College have a centralized and systematic data collecting

‘and analyzing unit. The fragmented manner in which the computing services are re-

quested and'uSed»is highly inefficient and inefféctive. ' .v \ —~
Coy : )

e
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TABLE 1
B - .','
COLLEGE GPA's AND BOARD SCORES FOR GRADUATES .
IN BIOLOGY, PHYSICS, CHEMISTRY, AND MATH '

. Class of GPA Board Scores N A

_ 1977 . Range Mean

:
2.00-2.49 00~00 00 00 00
2.50-2.99  940-1370 1148 a9 40
3.00-3.49 1130-1420 1251 (16) 33
'3.50~4f%o 1130-1390 1284 (13) 27
1977 940-1420 1219 48 100

o

TABLE 2

' COLLEGE GPA's AND BOARD SCORES FOR GRADUATES-
IN BIOLOGY, PHYSICS, CHEMISTRY, AND MATH

Class of " GPA Board Scores. N 4

1974 - Range Mean
2.00-2.49  959-1012 985 - (2) R
2.50-2.99  899-1454 1180 - a2 . 25
3.00-3.49 1039-1534 1282 (21) - 44
3.50-4.00 1058-1578 1364 @) 27
1974 959-1578 1266 48 100
i o
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. TABLE 3

COLLEGE -GPA's AND ROARD SCORES FOR GRADUATES
IN BIOLOGY, PHYSICS, CHEMISTRY, AND MATH

) ;
Class of GPA Board Scores ’ N

41~

1973 Range Mean ‘
\ 2.00-2.49 1113-1248 1180 *(2) 4
2.50-2.99 1091-1506 1242 (17) 37
3.00-3.49 1150-1451 1301 - (20) 43
3.50~4.00 12501426 1345 ) 15
1973 | © 1091-15G4 1281 46 99
e ‘ | ‘ TABLE 4
- COLLEGE GPA's AND BOARD SCORES FOR GRADUATES
IN BIOLOGY, PHYSICS, CHEMISTRY, AND MATH
Class.of GPA - Board Scores N ,%
1272 . .__Range Mean
o 2.10-2.49 © 1081-1293 1180 ! (4) 7
2.50-2.99  1061-1409 '1238_ (24 41
%3.00-3.49 _'A;Qo3-1450- 1235 (24)
3.50-4.00  1119-1382 1231 (7) 12
1972 - . 1003-1450° 1232 s 1100
/ .
| \ 3
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Now,ﬂwe will examine fall to fall enrollment and net attrition. Although the

\

pattern is héphazard, when one studies the male and female students by each-cate-

Y

gory from frébhman to senior, it works cmale ratio for a total col-~
lege is analyzéﬁ. Tables 5A and 5t ing pattern for sex while

Table 5C demgnstrates that the sex balance 1s under control. However, Table 5S¢ au.

' Table 6 illusgrate the problems which can occur when enrollment decisions are made

'l .

with the benefit of sound reszarch-:information. For example, there ii\no logical
4 . . .

..-_ .. relationship between the fall to fall enrollmént in Table 5C and the ne%\attrition
. ¢ ) . \\\‘ N i ’ h ’ .
- pattern in Table 6. . v ’ k!

i
\

The President haé\stated many times that the College must start to behave like

\ .

~a total institution. Tables 5C and 6 illustré&e what can -happen when a College

 fails to do so. Because the College has'somgﬂcontrol oveér replacements, re~édmits,

A

transfers, and reclassified's;udents,.there“is little reason for the 1977-78 senior

class to be so large héd.Lhe class beén built with the use of resé;;ch data. Mofe~'
over,.Table 6 graphsfﬁet attfition Whichireflect re;admit, recl;ssificatidn, ana
t;ansfer-students for the yearg lé69~70 ;o 1976-77. Thezdata'is of little utility.
Institﬁtional Research needs to uqdertakg_a study of abséluté'attrition in Orger
for the College to really kno@ how well it rétains students.

) K;n”rel;tionsﬁip to attrition, ﬁhe Intern has made a number of observations,

. all of whith neéd‘to'be studied vefy clbéélyéﬁK College has difficulty retaining - -
thrgé.groups of stﬁden;s: AftervhaQing selectea:k.CdlIege_first, a number of aca-
demically strong students_transfer_tobgchQOls which are aéademically as strong as 
K (or 'stronger ii some cases). The institutions -they ;hbose tend to be mainly d£f~
ﬁefent from K in the amount of diversity they;have in the student bﬁdy and in the

inStitu;ionél staffing as perceived by the leaving students (drop-outs). No col- -~

~

lege should start to lose its strongest students without becoming concerned and

setting about to ci ange.that trend. The second grouping }s the student who in

‘

ERIC 13
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TABLE 5A

MENS FALL ENROLLMENT

77-78 76-77 75-76 74=75 73-74 72-73 71-72
FR 226 238 238 20 240 230
50 214 202 240 o | 198 210
JR 187 211 164 -~ 157 162 181 150
SR 206 160 149 143 151 144 164
~ FOR 9 8 4 | 4 7 3 6
s 8 10 - 15 12 1 s 8
850 829 = 810 755 732 771 768
TABLE 5B
woﬁENS géLL'ENROLﬁMENT
77-78 76-77_°  75-76 76-75 . 73=74 72-73  71-72
FR 202 196 ¢ 213 202 189 219 184
50 171 130ﬁ; 174" 166 ‘186172 144
R 143 145 135 153 124 124 111
SR 145 133 147 109 - - 115 111 129
FOR 8 6 10 7 5 - 6 5
58 _ 15 13 8 . 8 - 1 10 6
| (i/ 684 671 687 645 624 feaz 579
\N o _'
g\\ /ﬁ<§ﬁm4f NOTE: FOR = Foreign & SS = Special Student

“
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TABLE 5C

TOTAL COLLEGE'S ENROLLMENT
"'TH PERCENT OF CHANGE AND RATIO OF MALES

10

B4

% of % of b of % of b of
11-18 Change 76~17 ... . 75-16 Change 74-75 Chamge 73-74 Change 72-73 Change / .2
RoOBECD R ) B ) S0 () %5 () Y () Bt
s N C DI A O B R w6
® CED 6 W ) N0 ) 2 ()M ()
| SO G W ) w6 ws) m (5) M6 (M) 15 @-1‘3) 29
mooy I n ‘u T 9 1
5 0 2 1 ¥ 18 15 ;
Rty B0 U gy 1356 s 17
Male & 55 55 - o 54 u 54 '.U

(NOTE:  TOR = Foreign & S5 = Special Student"

Y
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NUMERICAL MODEL FOR NET ATTRITION
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many wﬁ&é appears to be the éver;ge K—student, but for whatever reasons perceives

the College as beingécompletely }acking socially. This student compiains about the

pressure he experiences or péfcéives "to appear to beisfudying éil of the time".

The ﬁerson speaks of having to go home just to eSEape that pressuie. While most

of these persons are able fo do well academically’(and many do so); most>traﬁsfer‘

nevertheless. The fimal grouping is the Black student body in general. For this

grouping, there is data.

Table 7 shows that attrition of ghe Black student has become astronomical:

For instance, the gfaduating class Sf 1978 has an attrition rate of 80 percent “after

three~yeafs, the class of 1979 has a rate of 64 percent qﬁ;er twa years;';nd.thg

élass‘o% 1980 taé.an attrition rate of éslpe:;enf.after qne.ygaf. ‘That' is comparé&
" to 30 and 14 pégéents forithé classgs of 1977 and 1976 féspectiveif after four yeérsfﬁu'

The data suggest that recént Black eﬁrollees havevaSBVe a 0-15 percent chance of .

- - B N -

. A . < ) - - .
graduating from Kalamazoo College which indicates the need for -corrective. action.

gy

TABLE 7 -

“_ATTlRITION OF sELgcT;VE CLASSES oF ]\SLACKS | - | ‘ | )
' The c;;duatin.g 4 Number of Black 2 2 1geal T
Class of , * » Students Enrolled: Dismissed. " Withdrew - Attrition .
1980 x -+ w0 o 3ezﬁ<s)‘? 437 (6)
1979 = . (1) . 0% (1) T 55% (6) 64% (7).
DL 1978 wxx ) - 107 0% () 80% (8)
1977 xxxx JN¢E)) 0 - »’30% (4) 30% (4)
1976 xocc (16 0 w1 @ )
Clors e o 2) - o - o - o

_______ x = number of years completed - =~ . , U - O

Formal and informalwinterQiéwé with the Black students reveal that .the College's

' attitude and 'behavior toward them and the resultant morale problems are mainly the
. Wb

,
185
. B <)
.
\



An Institutional Analysis of K College . 13

culprits. The Black scudents feel that the College's attitude toward them has
taken a turn for the wors: in recent years. As the investigator probed that
perception, he discovered that while faculty's attitude toward Black students is
perceived to be somewhat negativepon.the whole, but varying from good to bad; the
students feel that the administrative attitude is -“he primary cause of the increase
irn Black attrition. It is felt by the Black students generally, that the President
is responsible for the increaged “—aensitivity to the Blatk 1 EESE

as either being responsible for the attitudes, or for doing nothing to correct it.

Analytically, the Intern believes that the above perception is compounded by
- a qodern.reaction to'an'old phenomenon. That is, he feels that the newalack‘stu—

dent 1s unable or unw1lllng to - tolerate as much raclsm or Jnsen$1t1v1ty as h1s for~

X»

mal counterpart. Table 8 illustrates what;Black students have been complaining

about h1stor1cally, that is "Ho matter what the Black student does in class; he. :

@illjprobablybget a 'C' grade out of the course". These students started.the-éol-

\ lege in-the l972~l3 school'yeari One can note that whlle ‘the student's h1gh school

s

rank and board scores vary. considerably, h1s GPA at K College clusters around "C"

In Table 9,_1t is seen that the College does not attract the academ1cally j:* LA

strong Black student (relatlvely) that it used to. Also,'lt shows_the w1thdraW1ng__
‘ tendency of the new Black' student, The perceived‘administrative negativeness;,5
'coupled with the e manifestation caused the morale problem among the Black stu-

"dents‘whichbuas alludedito»earlier.f'The morale'factor causes the enrolled stuudent

. . to,withdraw and/or them to‘tell prospective'Black students not to. come to K College.
The recruiter and admission personnellshould'make the same efforts»to keep a
sek balance among Black students as in thefgeneral student body. But,‘probablyfa

e morefimportant'at'this point the College must uﬂderstand that any attempt to S1g~ , e

nificantly 1nm%ease the Black or minority Studemt population without an equal in--
, : N :
}crease in the College communlty (admlnieratioq, faculty, and staff) will most,

s

W

N | _ | | 16
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TABLE 8

GRADUATING CLASS OF 1976

S.A.T.

_ College Total
Student ‘GPA Units \ M
A 2.64 38 - -
B—7——"2.15 22 460 490
C 2,72 42 550 640
D 2.88 35 591 490
E ”.75 15 370 370
N b 50 430 360
v 2.79 34% 510 530
- H 2.06 35 350 530 °
J 3.00 35 330 480
K 2.38 ) 15 463 471
~ Lo L 2.24 0 35 © 460 469
M . 2.557 35 590 320
N 2.86 35 w-.440 500
0 2.19 32% 320 480

~* 35 units are needed to graduate;
the following term.

 TABLE 9

Dispositioﬁ
of Student

graduated
withdrew

graduated
graduate !
graduated
graduated
graduated
graduated
graduated

-withdrew

graduated

graduated -
. 'graduated

‘graduated

' GRADUATING CLASS OF 1980

(based on two .terms)

Ztollége _ Total - S.A;T;

L. 2.38 - 5 260 220
2 1.88 m 6 280" /300 |
3 2.58° 6 320 480
4. 2.00 5 - 360 440
5 . - 2.07- 6 540 520
6 1175 £ 5 .. 420 360
7 2,25 67 450 520
. 8 '2.08 6 - .7 440  440.°
.9 ,2.28° 6 .. 260 210
10 1.66 £ 6 . 460 390
11 - S - - -~
12 2.00 6 410 460
S 13- ' 3.28 6 . 460

. K 410
14 - new enrollee® . ..

1 . T T

.Dispbsi;ion
of Student’

B enrolled

~dismissed
‘enrolled

K

withdrew

enrolled
enrolled

" withdrew

withdrew
enrolled

enrolled: :
withd :

o ——ggictlidrew

enrolled

192/531

H.S.
Rank

19/182
256/608
6/a"
S
211/650
25/309
5/477
184/416

14

™~

\\‘m

118/980

137112
1731

" 228/550

45/843

two persons marched and graduated
> - o o . -

H.S.'

."Rank

55/503

- 276/502°
'1/205

30/144

3/290

" 161/406
62/165

104/18S..

29/280

.- 7/875

"m = male, f = femgiéf it may be incidental that a.male wéé dismissed'wigh ‘

_a higher GPA thad.two females who are still emrolled. '

o : : | . o .,(
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likely prove pointless. Here is an interesting paradox: The College wants to
maintain cr improve its quality and at the same time diversify; it cannot financial-
.iy afford to do both at once, and it cannot afford to not ool L
perhaps in the commitment. Harvard S T N U
%o .. The typicas reaction in, the College is: "But those institutions have
greater resources.'" While that is true, it also points to the general‘support for
uhat they are doing.
The Faculty. While "the faculty is excellent on the one hand, it tends to be .
- too homogeneous-tokorovide-a.good'liberal education to-students that must learm to

llve in a meed society the llke of the U.S.A. As anfexample, theflntern &aé fas;

b

cinated to d1scover in a classroom settlng, the closeness (and narrowness) of phlJ
losophles (oartlcularly in relatlonshlp to the female and her role in society) be-7
tween l7 19 year old male youths and 50-60 year old male faCulty.d If the faCult"

is the mlrror through whlch the student learns to see the world how unfortunate

i

isvthé'student who only‘has one type of mirror to look in, and how unfortunate islf?

I
P

. the professor.who has ‘only one kind of looker:

V-

In divisions such as Social Science.and Literature,.most- of the"faeulty have
never éonsidered bringing Black ‘or minority content in their’courses unless it is
af"Blagk or minority" course, an observation arrived at through extensive informal

-"discussion with faculty and conversation with Black students. There is no pres-

_sure to chenge the College's "Iily white" image. A few faculty, espetially"the
untenured, feel:that it is exnected and desired that they teach traditionally‘nnd

:Conventionally. They*giye“examples‘of members getting negative tenuré decisions
R J T

when they have attempted to do otherw1se..ﬂ~nwﬁwu-ﬂw~'”*N~Mf?”*'
There,is somewhat oﬁ‘a morale~problem among faculty also. Their most preva-
lent argument is that the administration is heavy handed in academically related

matters (especially in, relationship to .tenure), and some of the Senior adminis-

{
’

. o : . o : . . . S
trators use money extravagantly for office and personal things while maintaining y

[AFuiText Provided by ERIC . . .
. o ’ Wy AN
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e

there is no money for o+ . v . © program i the 1~ =21 s spending is

probably reasonable ani: communi. SRR -1 IE R czed for ef-

/3

fective ;om,wnicacion.

The way a significant number of faculty isolates themselves at lunch in their
"little" circie (in one cormer of the snack bar) seems very inappropriate at a place:
as small as K--at a college which purports to "educate the whole student”". Eliteism
has a way of'manifesting itself in peculiar manners, and in this instance, runs
counter to diversity or overall morale.

Altlough the dlver51ty issue has not been settled 1n the faculty (or student
.bodyﬂfor that_matter)_the faculty—student ratio»is'a real strength of‘the College.

’

" Ah examination of eleven quarters shows the ratio to .be getting smaller generally

However, the Department Teaching Profiles ;fwhich analyzes each department sepa-

rately, 1nd1cated that a number of hard decisions mustecbe made about certain depart—

0 I B B
\

ment and courSe offerings,"This”area'needed to be studied very carefully before

iattempting to, make any significant changes. Because of the complex1ty of those

R g

profileséanﬂ personnel decisions in that regard, the 1nvestigator will only*indicate

'*the need to study that area very carefully.

There is an administrative desire;to tie faculty evaluation to the,social and
developmental aspects of their students. A process perceived to promote the "teach- " .

.ing the.whole student" ideology. However, the.reward system nhich get the faculty
-51{' members tehupeidoés not?lend'itself to the notion very well. A :number of negative
t,tenure decisions for.professorsfwho’were very éood*hith‘Students communicate to the *
T . . . .
faculty that high rewards do not correlate to student satisfaction. buhless"the
h‘administration ties thebreward system to the non—academic parameters; one can pre—~'

. d1ct very little change in. faculty behav1or in that respect.

The Administration. Mnch of the morale problem which is present in the fac— S

ulty resides in thefadministrative rank. The wide range in the compensatidn packages'

o

EEEREEE . v el

S
ERIC™: . .~ . B | o - . , .



1)

- 2)

Students"
Freshman . 438
Sophomgra 372

“Junior , - -~ 105
Senior - . 139
© Foreign Unclass. 13
Special : 3
FTE : 1070

1 3

Students
:'Freshman . 425
Sophomore 114
Junior 234
Senior 235
Foreign Unclass 13
Special - "1 6
FTE" - 10277
Summervﬁparter-l9 =76
Students
"“Freshman - .16
Sophomore 291...
Junior 247
Senlor 21
4Foreign Unclass. . = 4
‘Special | S

”~

An Institutional Analysis of K College

Fall Quarter '1975-76

Students
Freshman 450
Sophomore 395
Junior 103
Senior . 140
Foreign Unclass. 14
Special -7
FTE . 11Qgg

Winter Quarter 1975-76 -

Spring Quarter 1975- 76

FTE

~ Full-Time

FTE

© Full-Tidg
Part-Time

588

FACULTY & STUDENT FTE'S

BY QUARTER

3)

Faculty

Full-Time
Part-Time
FTE

59
15
" 66.5

Ratio 1:16.

6)
Facultz
Full—Time

Part-Time
FTE

61
20
710 0

Ratio 1:15.

'Faculci. f

617
16
69

Part-Time

Ratioc 1:14.88
~8)
Fadulgzr"
40
14

FTE 47

Ratio 1:12.51

-continued-

2.
J

Fall Quarter 1976-77

Students
Freshman 431
‘Sophomorg . 370
Junior 103
Senior 135
Foreign Unclass 14
Special 3
FTE- 1056

Winter Quarter 1976-77

Students
freshman 428
Sophomore 335
Junior 122

* Senior . 119
Foreign Unclass.
Special ’ ¥
FTE 1020

Spring Quarter 1976-77

15,~

Students -

Freshman - _ 414
Sophomore , - 86

- Junior - 1259
Senior : 241
Foreign Unclass .15

. Special T 1
; o 1026

FTE

Summer Quarter 197677

~Students
"Freshman " 10
Sophomore 277
Jurior 286
Senior - 17
Foreign Unclass 5
Special . 5

FTE

600

Faculty

Full-Time
RBart-Time
FTE

Ratio 1:13.

Faculty

Full-Time
Part-Time -
FTE

Ratio 1:13.

_ Faculty

Fullfome
Part-Time
FTE

:Ratio 1:14.

“ Facuitz )

Full-Time
Part-Time
FTE .

Ratio 1:12.

.70

15
77.5

63

70"

13

176.5

33

67
11
72.5

15

40
17 .

48.5

35
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9)

.lO)

18 .
Faculty & Student FTE'S
By Quarter
continued
Fall Quarter 1977-78 '11) Spring Quarter 1977-78 .
§;udents - Faculty . Students Faculty
Freshman 428  Full-Time 71 Freshman 398 . Full-Time 72
Sophomore s 369  Part-Time 6 ~ Sophomore : 59 Part-Time 9
Junior 86 FIE 74 " Junior ' 278 . FTE 80
Senior ‘ 165 : Senior 289
Foreign-Unclass. 17  Ratio 1:14.45 Foreign Unclass. 13 Ratio 1:13.54
Special 4 ' Special -0
FIE 1069 ) FIE - 1037
Winfe;'Quartér 1977-78
© o+ " Students N
o —"_‘—A : ; | . ‘ . \"‘ =~ . .
Freshman .. 421 Full-Time 77 = Vel
Sophomore 340 Part~-Time 6 ’ FA .-
Junior. 109 FIE 80 | . . ’ -
~Senior o151 Lo R i
Foreign Unclass. 17 ‘"Ratio 1:13.05: | - - R
. Special . .0 . :
FTE - 1044 : | : ,
. ' : ) ,

 of administrators is much of the caqsai'factor.- In the future,;fhe ccxiege w;il

_ " o A v N
be wise to construct a more fixed range for_ administrators' .compensation. More-

. over, thére is concern about budgetary allocation and distribution which ﬁéry'from E

area to area. Some variatiom is expected; it is the-ratio that is being questioned.

The College does.not have a Black or minority in a significant administrative

-t
N

position>-a fact that®concerns-persons inside and outside of the institutiop. And,

there is—a gréwing concern about the absence of women in administration at’ the senior

A%evelf

Although the administration is generally competent, there is serious- concern .

. L3 . . . : ' . : ’ i . '
* about its affirmative action commitment. The College has a real image problem--a

"1ily white" idage. This image has made it very difgiﬁult for the .College to ob+

*~ tain much neéded funds from some personms, organizatioms, and foundations. The

level of Black;support is. the most obvious example: This is a "telliﬁg" observation,

L]

. ;35&_ ‘ﬂ:' s
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when one oonsiders that many of the College's Black students have come fron middle'
class families, historically, and are themselves upper—middle\class.

T/The rate of turnover in the administration has calised some concerns generally,
.and.a groﬁing sense of insecurity in the administrative ranks.w.That phenomenon has
tended to promote a bad image and the morale issues, although much of administrative
attrition may haue been justified. While on the one hand, the College is correct in
bringing its administrative operations into the "20th Century", one of the real
strengths of the College.has been the sense of dedication among its employees, par~A
tioularly secretaries,‘clerks, and entry level "administrators". To systematize the
“, ;foperatlons whlle destroylng the ded1catxon is 1nst1tutlonally unwise and ‘undesirable.

| All change strategles for human systems must be flex1ble and well Eaced A perfectb

. . -

fsystem could be the liberal arts' uﬁd01ng , - o ;IA.A_" -

)

o Administratively, there isvsome”concern to bring the pay level of_support-per~ -
sonnel (secretarles, clerks, ‘head re51dents, etc.) up. to the levels at s1mllar 1nst1~

'thutl and at the same€ time de~ ersonallze a number of offlce rocedures. The
P P
\ .

. -pccullar personal nature of those operatlons has been the prrmary factor which made

4:

o y the person dolng the task feel needed and’ 1mportant. This-phenomenon promoted_the
_dedlcatlon and Justlfled (for the partlcular worker) satlsfactlon though he was.“
RN minimally compensated Unless cautlon is. exerc1sed befor'a s1gn1f1cantly changlng

Athese arrangements, the cost. of "efﬁiciency" may prove quite high.

" The Secretaries and Support Persomnel. . AS-a group, the support persommel are

quite dedicated ‘and efficient, their main short comings tend to be haylng a double
"professional" protocol. They have a habit of addressing.Whiteiprofessionals with

" titles, and non-Whites with first' names. The total community is guilty of that .to
)varying,degrees; the senior administrators insensitivity in this regard tends to

, o - ‘ . .l‘ ; P ] ) . : LV
" reinforce the behavior/in their 'sibordinates. A concerted effort could turn that

T

behavior around: Setretaries and receptionists should be trained to interact with

\ . . vl ‘ ‘ -~ | R o _’:“C'?“
o ~ B SRS Y

ERC - o B .

s = . - ‘ - ‘ : - ~
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all persons that tliey encounter as if the individual is capable of giving the Col-

~

lege a million dgllars. Poor receptiomns can haunt an insticution in the future
7 I

more than any other single act, for all the obvious reasons.

The Board’of Trustees. Altthgh the Board of Trﬁstegs péssed a resolution
to increase diversity (or add more Blééks to the Board) in-the June, 1978 sé%sion, .
it- came 2ff as a noble gesture of good faitﬁ. There seems to be no real appfeciétion
of the fact that much of the College's financial well being and internal ?it;liﬁy

may well be determined by the Beard's future actions on that issue. The Board mem-

bers seem to be selected more on the basis of financial wealth than on whether .the

. person briqé; ényipaiticular_skill.to the:Board;ﬂ The peculiar absengé Offﬁiacké;
other.minérifes,‘énd personsiﬁithRAirecﬁ colleéé°adminis£r;:iﬁe expérience_afé_a feé‘
ekémples.yiThatxgtrategy is questionable ?n thg;longﬂtermﬁfqtufe of ;ﬁé Qgilegé.,'
In the past, the Boﬁré has plé?éd a:“pasé;khg—buék" game wiﬁa the administration
;yiﬁh respécts to affirmative action. Neither t#e Bﬁafd, nbr th;-College hévé firm
f‘goals for affifmative action. Bo;h séém more.éoncerﬁed"with legal'éompliance,fthén
realizing a-éqmmitted goéi. The Board has‘insis;ég on a Planning Model whicﬁ,is a
:stépiiﬁ the right.direégioﬁ. fiﬁ the a}ea;of,di§ér§}ty, udless ;hé Board ingisté
on a goal th;t shouia Be‘?géghed Yith;n_a'ceft%in_flexible amount of time,;it.ié
'p;ééiéted that Qéfy littIé.will cﬁanée-in the quiégefgixtufg. The planning model
is assumed to:b; the co?;ect start, because it Qiilﬁforce poiidies.to be generated
in"an oréanized manne;;Jaé opposed to tﬁé séeminglyfféndbmneés ot ;e%;tioné?y pré;
ﬁensity of past policies. 2 :l' | j‘ o : 55». fi  ;2 -

Once the College has;ﬁdopgéd gfgbod_planning model and educated its community

about trhe model, then the Board can give guidelines and monitor the administration'é S

effectiveness by the degree”to which it accompliéhes mandated, expLici goals. Each

administrative area shoild have specifice short- and long-range goals within the L

B y A3 | |
g’f> .: ‘ _Q"' w o  ‘}%

oF
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4

overall planning model.: The President will be able to evaluate progress in anlv
ongoing manner‘in.his regular Presidential Advisory Committee, which consists of
the senior administrators.

Conclusions. Because 'the College has been functioning without alclear plan
which.is understood by its community, many administrative policies haue been of

an ad hoc ‘nature thus creating ambiguity in general, and excessive conflict be~

/

tween administration and faculty. The seemingly ad hoc nature of many policies

v

causes too much traffic in the President's office, and is judged to waste executive
administrative time. While the President's open—door policy seems appropriate for

a small college, the absence of a systematic screening process is believed to be

'inadequate. Manylc0ncerns directed to the President'ﬂ office could be handled by !

an’"assistant" who, has ‘the authorlty to resdlve certain spec1f1ed problems. At

» . present, the delegatlon of author1ty by the President is unclear and non-system-

atic, . ' . R
The Collegs needs to undertake a retention study in order to get a concise

understanding!of the .catagories of students it loses and why. That study should

. I

only be ‘undertaken after a viable Research Offiee 1s established--sc that data are

.

centralized, systematized, and synthesized.

~

v L, ,
s The College must establish a goal te diversify its faculty. A homogeneous

taCulty is unable to prov1de a llberal educatlon to a homogeneous student body

Some of the student attritlon may be a result of the homogeneous faCulty which

causes a number of~otherwise"éxcellent students to not fit the’mode (to withdraw).

b 4+

T There is too wide a range in the senior administration's compensation and re-
4zs'sponsibillty."That:range is responsible for much of the morale problem, and the

) Coe B . ) . : -
morale issue has caused some complacency‘in the administrative ranks. Corrective

actlons will be difflcult' a comprehens1ve Plannlng Model may be the only hope

f

\:‘; for the College in th1s reSpect. The Collegencan plan for long range adJustments. .
’j" _— . .
- s 5 _ ) .
A L S . : ' . ' '
2 i . e n . . - . &
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The Board and the College's secretarial and supportive staffs need to be ed-
ucated about their behavior toward non-Whites. It is immediately easier to re-
cruit non-Whites in this part of the College's community. If the College is to

have;an affirmative action plan. (or what you will), the sooner the plan bear fruit,

the quicker the College will start to change in a positive direction. The College

vhan make progress in these areas without significant increases in its budgetary

operations. .OnCe the College starts to change itself and its image, it may ‘find

that commitment does more than money per se. Moreover, what seemed insurmountable

at the outset may prove quite simple after some commitment and practice. If the

3

College chooses to adopt any of the recommendaticns, a change strategy is offered:

When a College is commited to planned change, it must insist on an attitude of

innovation and not allow itself to justify the status quo. Once the College;alldws‘

e i e e e ———— —— ey e

its members.to rationalize why we can't, and accept them, it will find that most

of their energy'wiIE}be used to "not do" and-generateifhe justification.. In the

process you will allow your college to adopt a_negative self~fulfilling_pfophecy

which is its entrapment. 4

Many of the ad hoc assignments; which were delegated to thé Intérn by the

President, were duplications of tasks completed.or'in process by other units such

as Admission, Registra%, or Student Services. These duplications caused conflicts

_énd-prodgced a great deal of noise in the system (and often did not help the ad-

_ ministrative morale problem). The assignments tended tp—be not well thought out

and the résultant division of labor inefficient. The purposed Planning Model may

i~ '

correct that phenomenon, somewhat, although considerable care is indicated in the
future with regard to task assignment and the division of labor of administrators.
. . . . . ’/' . - . :

. While this analysis is not infended to be an end in itself--the College must
study and correct itself; it dpés explain and/or outline the most critical issues

/.

/
/
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_ /
fading the College and—amalyzes data_which are available.

In that respect,.it can

N
be a useful tool for the College as the administration develoés a comprehensive-
Planning Model. "

e :

bl

© 29

NP

it 5208
E)

.-



 APPENDIX

ON BEING A ROCKEFELLER INTERN AT KALAMAZOO COLLEGE:

A PERSONAL POINT OF VIEW
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Rockefeller Intern = | 2

The Introduction. Not only is it fitting that I should evaluate the experience

at Kalamazoo €ollege as the second Rockefeller Iatern, but it is an agreed on respon-
sibility that I do so.
I have spent eleven months here and this seems as good a time as any to write

— 5 the report. Firet, I should make it perfectly clear"” why I accepted the Rockefel-~
ler,Fellowship: It was my informed_opinion that the Ihternship was new {(with a
'one-year track record); that the first Intern.had mixed feelings about itsuutility;

clahd while it had much potential, it had very little precise structure. Although
considerable thought had gone into outlining general goals and objectives for the
experlence, as reflected in the proposal, too little.administrative time went into

designing a specific structure which fits the professional interest and training

of the Intern. I believed in the idea of the Internship and.ih my ability to take

on. something new (as this Iutérnship) and design a program or project with a struc-
ture which makes it possible to produce the desired outcomes.
If thiezrepor; offersfinsights which will help the persons involved with the .

project design a better training experience for the next Intern, then my efforts

in this loosely structured experience have been ‘'worthwhile. One of my professional

\

'ambltlons is to be able to translate good educatlenal visions is o reproduc1ble
programs with predictable results. Therefore, it is hoped that by clarifying my
personal assumptions and predisposicion,'ochers will understand that this report
is ohly an ahbitious summary of one Internle judghents of a Qery complex experience.

)

It is meant to challenge all involved with this InLernshlp that they not become so

' self~ righteous by the nobleness of placing a Black in the Pre51dent s Offlce that

Y

hls_presence serves mainly.as .tokenism. . ' . A s v
\ ' '

—

Y

Theé, Overview. First, I will_delineate the major components of the experience -

_and evaluate the units separately and collectively:

1. The President

i . . o

O L s L . . ’ . . ) . ,. . , S,

Aruitoxt provided by Eic:



 Rockefeller Iutern ‘ _ | _ : 26

2. The Provost
3. The Vice President for Business & Finance
4. The Vice President for Student Affairs
5. The Rockefsllet Intern
6. " The Faculty
7. The Staff
8. The Students - iéfﬂ
9. (Institutionél Research -- and Planning)
10. (Tﬁe Bsard of Trustees). '
11. (The University of Michigaa)
The'Ptesident, the Provost,_the.Vice President-for Business &_Finance,;and the
Vige Presidént_for Student Affairs‘all had'diffetent assumptions and expectations
A of.the Internship, as the Intetn discovetéd after two months of interaction with3
tﬁose'géntlemen.' The'Presidént expected the Intern to be mostly an observsr and f

over-valued the importance of‘him'being loCated in the President‘s Office.l The

Provost viewed the Internshlp as a presidential whim to be tolerstga but hav1ng

little s;gnlflcance for the Provost's Office. The Vice President for Business &
‘Finance -thought the Intern should be a "student" and not given réal-responsibility.
The Vice President for Student Affairs was mostly indifféieﬁt, and did not expéét

to interact with the Intern in a substance kind of way. .He-expected only philo-

sophiéal involvement. with the CollegeAand particularly in his area of responsibility.. o

-The Ihtern thought of himself as_é person”with skills and of the College as

needing the use of.those skills. Heé saw the Internship as a process which should.

4

‘pot-only allow the Intern to use the skills'acquired other places, but one which
.- y e ; - o

should sctively seeksto'indentify'and use'those skills while systematically develop-
~ing his potentlal skllls for immeglate utllity.
The- admlnlstratlve group, aﬂong w1th a major -segment of the college communlty

" made concerted efrorts 1nvthe 1n1;ial stages of the_Internshlp to assure the Intern
=L ne Tk . : ; -€

o g o v o
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thar, they were 'color-blind" -- an old and honorable theme.- This is a one direction-

al theme of universality and herein iies the crux of thelproblem;' The theme impliés

that the party should .invalidate his Black experience and strive for a "universal"
existence -- to reduce one's values to zero. Moreover, all proclamations of "color-

N

blindness" seeks tc abstract the Black person from the specific conditiorns of his

A

- .l

~_hiétory and. existence in the U.S. Similarly, the pcopqéal "to educatef the college

.rcopmunity‘—~ a cOllege'commgnify of ali grOups -= to the féct the Black people ﬁavell

}:the same general raﬁge ofiintelligénce and abilities ;sfany other categoiical group-
ing, represénts a flagrant denial 6f,causality. lﬁoth‘phenomena are racist and at-
tempt to impase the corrgctive responsibility on the victim. The presence of White

prejudices and not the abéence of Black talentsdhave caused'the*éhort—falls; there-

fore, human biases must be confronted as theycare to affect positive change.

v

The Weaknééses}‘ Adﬁiﬁistrativéiy, the College is caught in ‘the time warp of
an’éré past ;— the Jackie Robinson Syndromel The prevailing notion ﬁAS‘to.briﬁg a
ﬁ”Bright young Black administrator” to Kdlamazoo qﬁllege on soft.money,\ga théﬁf;he
‘College'ﬁay make judgmenp; about bringing'oné in op hard:money or.gtallsfor';ime
qn ;uch‘éomhitmenté. This procégéris'meanﬁ to educaﬁé ;Hébéommunity which, atibést,fi

i .7

represents tokenism.. The postponementiof an affirmative action iﬁvthe administrative

rank of the College suggesfs that Blacks have not yet proven that they are college.

’ ~

adminiscrators. B

‘AS in~én earlier efa, when the baseball community did not believe that Blacks

cogId'play major league baseball, the community hefe feels that Blacks are not

”major_league”,admihistratofs. The nobleness in.this syndrome attempts to select

a superstar Black who can hit'some administrative "home runs". JParadoxically, he

is not given enough responsibility to score a run or get a good hit for that matter.

. . Because privaté education' is more important than major league baseball, one cannot

be given a real position "to piay" until he has earned”it.withOut'pfaqtice. The

5
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Intern can do public relations work and hit theoretical runs, if he is satisfied

having titles, aitending meetings, and being seen.
Now,. to solve.the above problems. ' o

I
)

" First, befo;é the Collegé accepts another Ihte;n; thé senior administrators
should get together and decide bow best, genera;ly, to utilize a Ph.D. qffdoctoral'
candidatg at Kaléﬁazoo qulege. Some general.éuidelines about how to éive the
per;on responsibility should be wquéd qgt-aﬁd ;gfeed on at the senior administrg-
tive level. No matter what the pérsqn}é professional intgrést, The Uniyersity‘bf<’;
Michigan's training will have_prepaged him for;uét the Véry least, entry level
college administration. Therefore, it should not be very‘difficu;t.to_select a
general édmiﬁistr;tive éreé"in whiéh to give the persor respohsibiligy;: The per-
son shou;d be periodically evaluated and giﬁén fegdback on gpecific fask assign-:

-

ments.- The faculty, staff, and students should have to interact with the Intern

- directly because of the nature of his tasks and.respousibilities at the college not

with some casual curiosity as is now the case.

e

The Intg%nship shouid bg‘d¢5igned so thaththe Intern would have to make at
least one.gepbrt to the'Boa;d_pf‘Tfﬁstees in the afeagéé his respbnsibiligy (this
report covld be checkéd.b§ﬁthe Prgsident_bg%orehaﬁd'if his professional judgment
diétaté§lit). Mofeer%, at ieasf, one task assigned the Intern should be complex -
énougﬁ(to demand use of the ﬁniversity of Michigan as a-resource. $ A
| . The }ntern's‘interaéﬁion with the Board’of Trustees should béféxpected to
be as pféfessionél.asﬁthg rest of the'senior gdministrato;é.Of the College. Thé

habit of the Board and the College, which,'is to interac; with the Intern in réla—’
L f - v . S

) Rl . . \ )
tionship tqifBlack only" types of issues,” should be corrected. ' When the Intern is -
not given functional responsibilities, it is easy to assume that he.is here because

he .is Black and, that must be his only expertise or utility to the community.
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As Diregfor pf Institﬁﬁional Research, I have been quite disapbointed at thé
level.gnd ﬁ#ture of the services fequested of me by the senior administratqrs,
eSpedially considering the statisticél nature of-a numbef of enrollment,.ﬁrogram
usage,';ﬁd budgetary problems. Also, I was surprised to produce and diétribﬁte

reports which outlined serious problems-and not be confronted by senior adminis-

. trators about the accuracy or consequence of those findings. The personal -exam—

ple is used to,iilustrate explicitly concrete shortcomings in the Internship and -

not for want of some kind of-ﬁersonal recognition for tasks accomplished, although

a'reward syster must be designed into a good Intermship.

The Interm having usé,of the President's or Provost's secretary is less :than

desirable. It 1s important that the person hayéaat least a half-time secretary.

- A senior administrator attempting to ‘function without a personal.secretary is

. laughable -- it was stipulated that the person is to be in training for executive

3

administration. , : S

i

7 ‘While the absence of structure and senior level administrative disagreement

on the amount or type of responsibilities to assign the Intern have caused the

waste of much energy and time (which cquld have been more productively used), .

1

participation in the Intermship has been personally aﬁd.ﬁ%ofessionally rewarding; ,3

’

The .positive aspect of the Rockefeller ngiowship is overwhelming. v

The Strengths. Before summarizing the program's accomplishment, I will high-

P

light the greatest experience I have héd here: ‘Ihe.Pfovost.and I;téam—taught_a

freshman,séminar; we discovered the need for diversity, jointly, in a way that ﬁe

v

could not ‘have done separately or from our respective administrative positions.

© just love teaching}. ;

N

O

ERIC
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We have both communicated our findings and concerns to the College.  With respect S
to the Internship, what makes that experience stand out is that one cannot be

- .

assigned to the classroom without the reéponsibility for -teaching (or,‘maybefI



tockefeller Intern | | | - | 30

The Rociefeller Presidential Internship at Kalamazoo College has helped me
0 sharpen a set of general and specific skills in leadership, management, and
1dministration by otfering the practical envircnment (the total College) and compe-~
:ent and diverse mentors (President Rainsford and his senior administrators) from
thom critical and supportive guidance is provided in,neer relatienships. While the
?clloying list of skills is not exhaustine, it does:delineate many cf the most
mportant’ateas.in which I have becgnetnroficient. I-have participated and have
:ompetence in the following:

A. Academic Area

1. Personnel recruitment and selection policy and practices.
2. Develop and run faculty workshops. :
3. Promotional and tendre'reviews.

4. Relate to faculty in a variety of disciplines outs1de of
my own.
5. Ensnre thatrgrievance procedures work.
- 1 !

6. Team teach.

7. Develop course curriculum.

3
N
b

8. Develop foundation and- federal propodals. ~ - o
9. Work with registrar and student's records and transcripts.
10. Present papers to institutional and business groups.

11. Facilitate understanding through 'Business and Academic
Dlalogue workShops * : LIS oo InviinIou T LT L ' : =

';B. ‘Financial Area

\

1. Develop departmental and institutional budgets.

.2. Monitor budget spending by departments. ) : o . :
. (( .’.'.' “ o E v ] . R -
3. Construct and administer salary and compensation scales ’
and packages. o

R

4. Work with personnel policies. " R ‘ L

Aruitoxt provided by Eic: . . i Y I . . . . . . o

(&
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ERIC

Aruitoxt provided by Eic:

7.

Understandlinvestment policies.

Work with Development Office on annual and capital fund—
raising programs.

Manage an area budget.

Institutional Research Area

1. Direct Institutional Research.

2. sbesign a dasascollection process for programs.

3. Conduct fofmagive and—summgry evaluations,

4, .Prepare éuar;erly aﬁa sﬁﬁuaiiyiresearch'reports of an institution.
5. Systematize institstional data répsrting and collecﬁing procedures.
6. Provide research consultations. |

7. Develop tables, graphs, etc.

é{. Compile,ésd analyisfstatig%ical data.

. o T
Student Services'Area «
—

1. Work With'student organiZations,

2. Csunsel individual students. .
”3. Work with institution’s advising ssfuctdre. i = o : g

faculty,_snﬁ

Achieve settLement of dlsputes betwe°n students,
admlnlstratlon.lﬁf : _

Geners1l Administration

1.

qurk;ﬁith individual trustees; trustee board,

Observe close-hand the daily life of a presldent

and other
senior offlcers. :

Observe opera;ion of inter-institutional consortiums.

e

\

_?grticipate:in_cabinEt level decisionfﬁaking.

and committees.

Déveldp and' implement affirmatiye action programs.

‘Partieiﬁaté.in a wide variety of professional organizations.
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. - 7. Represent the institution on institutional research matters
and other times the President's request.

behav1or — a kind of intuitiveness — and the ability to hear
e what is ngt’being said, also. This ability enables one to
_gf - bring the "problem” into focus quickly, which. increases the
e possibility of finding a timely solution.

The Placement Assistance. The one aspect of the Intermship, which was most

E

stroublesome to the first Rockefeller Intefn, was the absence of an organized Career
- Planning and Placement component in thé Internship process. One year passes very

guickly when one is "having fun" or otherwise iuvolved with an exciting program—-

" as the Rockefeller Fellowsh}p. The need for professional career, planning and

: placement-assistance 6en not be overemphasized. The first thiné one wants to know
after’he.learns that.theACOllege has the second Intefn is: "What is the first:pnei
doing now?" Novmetter‘hpw mnch excitement the Intern has about tne fellowehip, |

~

“until it produces post Internship placement’resulte, it will appear to many as an
exercise in futility.
While thls Intern philosophically disagrees with the. omnibus suspicions con-

cerning the ntllity of the Internship,;he has only a good faith" érgument with which

_LA
g

to epunter those suspicions. 1In shott, it is unprecedented tnat we who believe in
this Internship make ebncerted‘efforts to secure impressive post Internehip place~
ments. If this IntetnEhip is co,Bé the model for otners, it,nnst‘get results. The
Intern, personally, feels tnat every effort thet the College‘and he could think qft

have been implemented to find an adequate position; at the time of this writing the
position has notfet materialized. While the Intern realizes (and in this case

knows) that . the absence of results does not correlate to anfbbsencefof efforts, he

knows that the world judges progtene by the reeults that\fﬁey prodnceL

+ 1t is the Intern's conviction that a meaningful position will come from those

_ﬁe?iorts; unfottunately, the'position will net'be found early enough- to be a show

ot

E MC s ¢ ' . » ‘ . } o
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K

piece” in this report. Kalamazoo College, through this Internship process, has

learned a great deal about the difficulties involved in placing a Black professional

.in positions that he has not been considered fcr, historically. In that respect;

it has learmed a great deal zbout itself. The Intern believes that, given time,

the Coilege has the administrative leadership ta find a solution to problemsfof

adequate placement for its Interns. In fairmess to that leadership, the placement

of minorities in higher education is a societal problem, and it shows a part of the

-

‘College's 'strength to be willing to tuke on,e-problem of such magnitude even if

difficulties were underestimated.

Finally, the Intern feels that the College and the Foundation may both be

oguilty ofye small oversight in not developing a strong placement eomponent along

i o -
with the Fnternship. This Internship, as all human endeavors, must be tried first,

then impyoved as it flaws are discovered. The Intern strongly'fecommenoé,that the.

. institutions involved with the Internship do_not abandon the idea before it has had

from all involived!

[mc

Aruitoxt provided by Eic:
PR

time to reach fruition. Similarly, each Intern must not become discouraged when

he findg the Internship less than perfect. There must be a continued commitment
The Summary. While the evaluation starts with the program's weaknesses, as

perceived by the Intern, it does not. suggest that they are of more importance than

the strengths. More precisely, starting with the areas which need improvement is

‘more a reflection of my administrative style tham it is a judgment of the program's

worth to me as a participant.

o

The recommendations of this report can be summarized as follows:

lg: The sénior level admlnlstrators need to agree beforehand on what
1s generally expected of the Intern

2.‘ They should agree on the mlnlmal level of respons1b111ty to a551gn

S the Intern. :

[ S [P,

. ,
i - . o . T e S
1
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3. They need to have at least one short term task to assign the Interm,
with appropriate funds.

4., Much of the flexibility in the program should be maintained, but
‘more closely supervised; i.e. monthly reports could be demanded
and evaluated; or each major arza tRat the Intern works in should
have a formal evaluation process. -

5. Because the Intern will have natural ties with The University of
- Michigan) advantage should be taken of its tremendous resources --— .
not only would that process provide cooperative and consultive '
_ training., but would allow the Interm an opportunity to bring out-"
-~ side resources to the College's disposal.

6. To teach is to learn: It is my cohgigtion that by having the
senior administration fundamentally.jinvolved in the designing
and evaluation aspects of the Intermship, that will help them .
become better administrators. Moreover, pecple tend to be as
good as we expect them to be; therefore, ! see no reason to expect
less than excellence of the Intern given his education and the
selection process.

7. Finally,,elthough specific structure is recomménded and warranted,
,much of the fiexibility of the Internship is desireable.

.@u
Again, The Rockefelle* Fellowshlp has been an 1nteresr1ng and growth experience,

and I £ eel compellec to live up to the faith that The UnlveralLy of Mlch;gan ‘Kala-

¥

ma=oo. College, and zhe Rockefeller Founda;ion had in me. While the Incernshlp, as

ev=rything else, hzs some shortcomings, rest assured that the basic idea is a goqd

_one;jphe:efforts_and monies are timely;_aﬁd”by virtue'of,having this importanf

opportunity, each Intern has the responsibility’ to make significant contributions -

and in the process our society moves forward.

Wy




