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As many of the founding full-time community college faculty began to retire, 

colleges across the nation intensified their full-time faculty recruitment and retention 

efforts. They began to replace the retiring full-time faculty with the new generation 

faculty cohort.  The purpose of this study was to understand the role that a comprehensive 

orientation program played in the socialization process of new community college 

faculty. Additionally, the study examined the choice of orientation tactics used to 

socialize the new faculty.  Relying on the reported socialization experiences of seven full-

time faculty members from six of the seven colleges that comprised a community college 

district, the study explored how an orientation program facilitated their adjustment 

process. Finally, the researcher sought to identify ways to improve full-time community 

college faculty socialization experience.  
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Most of the faculty in this study, although having no specific training to teach at 

the community college, were able to build relationships outside their individual colleges, 

acquired new skills, and gained access to valuable district resources, as a result of their 

participation in a yearlong comprehensive orientation program.  

Three significant findings resulted from this study. The first major significant 

finding of this study was that the incorporation of a social apparatus, such as the “retreat” 

into an orientation program, facilitated group cohesion and identity among the new 

faculty. The social structure of the retreat provided new faculty with an opportunity to 

connect with one another at an emotional level. They were able to expand their social 

networks beyond their immediate colleges. A second significant finding was that faculty 

became more confident and comfortable in their teaching roles as a result of the skills 

they acquired following their completion of the comprehensive orientation program. The 

monthly sessions, which were held every 4th Friday provided the faculty the opportunity 

to acquire and develop new skills to effectively discharge their responsibilities. The third 

major finding of this study was that because faculty had access to district resources, to 

develop their skills, they became more closely tied to their institutions.  

 Finally, recommendations are made to improve new faculty socialization 

experience during their adjustment process. 
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Chapter I: Introduction 

Introduction 

Community colleges across the nation conduct orientations for their new faculty 

either as a way of welcoming and integrating them into the institution’s culture, or as 

part of ongoing faculty development. Although most faculty orientation efforts in the 

past have been directed to part-time faculty, today many institutions are designing 

comprehensive orientation programs for their new full-time faculty in response to the 

long anticipated faculty attrition and are using new faculty orientation programs as a 

socialization tactic. 

Several years ago, researchers predicted the attrition of faculty in higher 

education who were hired during the 1950s and 1960s. They estimated that a significant 

number of faculty will be replaced due to retirements.  For instance, in a study by Cohen 

and Brawer (1996), the researchers predicted that community colleges would face 

faculty shortages before 2015. According to the 1993 US Department of Education 

report on postsecondary faculty, 42.7% of the full-time faculty who began their teaching 

careers in the 1960s and early 1970s at two-year public institutions were expected to 

retire in a few years.  

Chronister, Baldwin, and Conley’s (1997) analysis of the 1993 National Study of 

postsecondary Faculty (NSOPF) concluded that community college faculty had a higher 

likelihood of retiring than faculty in other postsecondary institutions.  They stated that 

job dissatisfaction was the major factor contributing to faculties’ decision to leave or 
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retire. They wrote, “Higher percentage of faculty likely to retire may be due to working 

conditions and the more one-dimensional career primarily teaching oriented” (p. 21).    

Finklestein, Seal, and Schuster’s (1998) analysis from the 1993 NSOPF data conclude 

that the new generation of community college faculty were the most satisfied with their 

“salary and benefits, when compared to faculty from other post secondary institutions, 

although overall job satisfaction among faculty in post secondary institutions was on the 

decline” (p. 21).   

Statement of the Problem 

 New faculty orientation. Community colleges are hiring large numbers of new 

faculty to replace retiring faculty. As mentioned earlier, the vast majority of faculty who 

were hired forty years ago will be retiring.  Many of them began their careers at these 

institutions as pioneers or founding faculty.  Palmer (2000) pointed out that there are 

notable differences in faculty characteristics between the new faculty cohort and their 

senior counterparts. He noted that there are distinct differences with regards to their 

teaching philosophies, and demographics. Finkelstein, Seal, and Schuster (1998) argued 

that there is a possibility that the new faculty that are replacing retiring faculty having a 

“pervasive effect” on the future direction of the community college simply because of 

their sheer size and number.  At issue is whether the new generation of faculty cohort 

will continue with the mission, values, and philosophy of the community college.   

As Fugate and Amey (2000) noted, community college faculty like their jobs as 

community college teachers; however, most of them do not take a predetermined path 

toward a career in teaching. Community are recruiting new faculty to replace retiring 
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faculty, but are also engaging in institutionalized socialization tactics such as the use of 

extensive comprehensive orientation to orient these new faculty.  Orientation is part of 

newcomers’ socialization into the organization. Orientation programs play a significant 

and critical role in the way new members are introduced into their organizations. As 

Garrison, (2005) observed, faculty orientations have been implemented at all educational 

levels.  A variety of studies have documented the experiences of new faculty as they 

transition into their new roles (e.g., Boice, 1992; Sorcinelli, Rice, Sorcinelli, & Austin, 

2000).  These studies have shown that orientation programs serve as a necessary tool in 

assisting new faculty members to become successful in their role as educators. However, 

the studies have also shown that the orientation programs vary in scope and content. For 

instance, a study by Lucas and Murry (2002), found that some institutions engage in 

haphazard orientations for their new faculty. They wrote, “In some instance there will be 

a new faculty orientation session or workshop of limited scope and duration that 

newcomers are urged to attend” (p. 30).   

Orientation programs can be costly. Institutions allocate a sizeable portion of 

their operating budgets to faculty orientations and development. According to Roueche 

(1990), only those institutions that effectively “prepare, acculturate and socialize” their 

new faculty, will avoid costly and ineffective new faculty orientation programs.  

Orientation programs differ in structure. The review of literature reveals that 

there is a lack of consensus as to whether socialization tactics or socialization content is 

a better predictor of the success of an orientation. Boice (1992); Fink (1992); Sorcinelli 

(1998), argued that the structure of the orientation program has significant impact on 
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outcomes, while others argue that the content or what participants learned during the 

process is a better indicator of the program’s success. Assessing the effectiveness of an 

orientation program has been problematic for a variety of reasons. Many of the studies 

have focused on a narrow aspect of the program. 

 Specific problem area. First, there is little research on the use of extended 

comprehensive orientation programs to socialize a cohort of new full-time community 

college faculty. Much of the research on organizational socialization of full-time faculty 

has focused extensively on the socialization experiences of faculty at the universities. 

Although some community colleges have begun documenting their efforts with 

comprehensive and extended orientation programs, none have measured in a meaningful 

way, either qualitatively or quantitatively, the impact of such programs on faculty 

adjustment and accommodation.  

A second related problem is that most of the research that exists in community 

college faculty socialization most has focused on the socialization and acculturation 

experiences of part-time community college faculty (e. g. Roueche, Roueche, & 

Milliron, 1990; Burnstad, 2002).  

Third is a methodological problem.  As Trowler and Knight (1999) argued, the 

acceptance of the “cultural status quo” is a problem. They assert that the Mertonian 

structural functionalist approach used in organizational socialization is problematic for a 

variety of reasons, one of which is its assumption that culture is predetermined. 

Consequently, the task of the newcomer is thereby relegated to one of simple 

assimilation. The implication of this approach is that the success or failure of a 
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newcomer’s socialization is measured through the lens of culture. Cultural arguments in 

support of organizational socialization are not new (Bolman & Deal, 1999; Tierney & 

Rhoads, 1993; Schein 2000). Tierney and Rhoads (1993) argued that aspects of 

organizational culture, such as ceremonies, rituals and rites of passage provide the 

necessary experiences by which values beliefs are learned.  They concluded that 

socialization is an important factor in the determination of how new members of an 

organization adjust to their new working environment.   

A fourth problem is that because community colleges are recruiting large 

numbers of diverse and demographically different new full-time faculty due to faculty 

retirements and in some cases the need to satisfy accreditation requirements, they need 

to examine how well their socialization tactics are working. To the degree that 

community colleges are able to retain these diverse new faculties is an issue that needs 

to be investigated.  As Schein (2000) noted, organizational socialization influences 

employee loyalty, commitment, productivity, and turnover.  

Significance of Study 

Community college leadership is confronted with the challenges of selecting, 

recruiting, and retaining diverse faculty to meet the needs of its ever-increasing and 

demographically diverse student populations. There is a need to study the socialization 

experiences of full-time community college faculty.  Their socialization experiences will 

guide policy planners in designing effective orientation programs for their new faculty. 

 Orientation for new faculty is not new at colleges and universities. However, the 

use of comprehensive orientation programs for new faculty cohort for extended periods 
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of time, sometimes lasting for a year or longer, is a new phenomenon.  Several 

community colleges are allocating sizeable portions of their operating budgets to 

extensive comprehensive orientation programs for their new faculty. As these 

institutions hire large numbers of new faculty to replace their retiring faculty, and as 

they use these types of new faculty orientation programs to introduce their new faculty 

to their institutions’ culture as well as orient them into their roles, there is need to 

investigate this approach to community college faculty socialization.   

Although part of the higher education landscape, the community college is vastly 

different from the universities because it serves a predominantly large proportion of 

ethnic minorities, women and adults in lower socio-economic status. Furthermore, its 

“open door” policy and egalitarian mission to provide higher education opportunities to 

a diverse student population makes the undertaking of a study of this nature imperative.  

This study will provide insight into the role a comprehensive orientation program plays 

in new faculty socialization, development, and adjustment. Its findings will inform and 

guide community college leadership in policy and planning. Finally, this research will 

contribute to the literature in organizational socialization, especially as it relates to the 

community colleges. 
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Definition of Terms 

   Learning Centeredness– A process which prioritizes the needs of the learner by 

placing learning first and providing educational experiences for learners anyway, any 

place, and anytime (O’Banion, 1997, p. 47). 

Visiting Scholar– Full-time faculty of North Central College District who was 

hired on a two-year trial basis and who becomes eligible to be considered for a 

permanent position at the completion of that period. 

Purpose of Study 

The purpose of this study was to understand the role a comprehensive orientation 

program played in the socialization process of new community college faculty cohort. 

Additionally, the study sought to understand the choice of socialization tactics used in 

the process. 

Research Questions 

Because of the exploratory nature of this study, the following research questions 

guided the study: 

1. What is the role of the comprehensive orientation program in the socialization 

process of newly hired community college faculty cohort? 

2. Why does a community college choose a comprehensive orientation program for 

its new faculty cohort? 

Methodology 

A case study method of inquiry was selected because of the exploratory nature of 

the study.  As Yin (2003) writes, “A case study is an empirical inquiry that investigates a 
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contemporary phenomenon within real life context especially when the boundaries 

between phenomenon and context are not clearly evident” (p.13). Yin further argues the 

following: 

1. The case study inquiry deals with situations where there will be many variables 

of interest than the data points, and relies on multiple sources of evidence with 

data needing to converge in triangulating fashion (p. 13). 

2. The research questions that are being addressed are “how” and “why” questions. 

Assumptions 

The qualitative research design integrates underlying assumptions that relate to 

the mode of inquiry. The researcher made several assumptions in conducting this study. 

These assumptions, as discussed in (Creswell 1994, p.4), were: 

1. It is assumed that the primary concern of this study is with the process. 

2. It is assumed that participants will be truthful in their responses to questions. 

3. It is assumed that the primary instrument for data collection and analysis is the 

researcher. 

Limitations of the Study 

This study suffers from the usual limitation caveats of qualitative case studies, 

and as such, no attempt will be made to generalize its findings outside of its contextual 

setting, although it may be possible for others to find contextual meanings that are 

relevant to their particular situations (Creswell, 1994).  The study’s intent was to 

investigate the use of extensive cohort faculty orientation to socialize new faculty at a 

community college district.  Therefore, the study’s findings will be limited to the 
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experiences of new faculty at this community college district. The researcher is the 

instrument, and as such is subject to bias. Although the researcher has made diligent 

efforts to guard against bias by employing a variety of data collection and analysis 

techniques, the potential for bias may still exist (Glesne, 1999).  

Summary and Conclusion  

Although community college leadership is replacing retiring faculty with diverse 

and demographically different faculty, there are those expressing concerns as to how the 

replacement faculty will impact the future direction of the community college. At issue 

is whether the replacement faculty will continue in the tradition, philosophy, mission, 

and values of the community college.  This study explored the adjustment and the 

experiences of the new faculty who were hired to replace the retiring faculty. 

The new faculty cohort represents a new era in the community college. They are 

young, technologically savvy, racially and ethnically diverse, and mirror the 

demographics of their student population. Because the large number of new faculty 

being hired--many of them with prior working experiences, often unrelated to teaching-- 

are becoming part of what has already been established, their adjustment experiences 

will provide insight into community college faculty socialization and inform policy 

planning and institutional effectiveness. How they adjust will affect how they fulfill 

their tasks and role as the new generation of community college faculty. 

   This study examined the experiences of a representative sample of new 

community college faculty cohort to learn what role a systematic and extensive 
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comprehensive orientation program played in their socialization into teaching at a 

community college.  
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Chapter II: Review Of The Literature  

Introduction 

Since their inception, community colleges have played a central role in providing 

quality, low cost, affordable higher education to those that would otherwise not have had 

the opportunity to experience higher education (Vaughan, 2000). Originally established 

as junior colleges to accommodate enrollment overflows from the universities, 

community colleges today are institutions in their own right, serving predominantly 

ethnic minorities, women and those who have lower socio-economic status (Dougherty, 

1994). The egalitarian mission of the community college has not been without critics. 

Critics claim that the community college is an elitist institution because of its practice of 

tracking minority students into vocational education (Rhoads & Valadez, 1996). Others 

claim that the community colleges’ ties to businesses make them more like businesses 

and less like schools (Levin, 2001).  Defending the community college mission 

proponents argue, “the community college provides opportunities which mirror societal 

need” (as cited in Gillett-Karam, Roueche, & Roueche 1991, p. 228).  Burstein (1997) 

argues, “multiculturalism is a critical component of community colleges’ mission, 

especially in meeting the challenge of serving a diverse student body” (p. 524). 
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Today, community colleges are facing different kinds of pressures and 

challenges from when they first began.  Powerful pressures are at work in reshaping the 

American higher education.  The learning-centered paradigm is sweeping across the 

American educational landscape, but not without debate and controversy. For instance, 

the debate on teaching - versus learning-centered paradigm has produced proponents and 

opponents alike. Proponents of the learning revolution advocate a complete overhaul and 

dismantling of the current educational architecture (Barr & Tagg 1995; O’Banion, 1997; 

1999; Boggs, 1999).   Opponents, mainly from the faculty groups, argue that evolution 

rather than revolution is needed. They maintain that learning is a developmental process 

that requires adaptation. 

Other challenges facing community colleges are demographic shifts.  As 

Finklestein, Seal, and Schuster (1998) argued, demographic shifts are driving the 

emphasis on multiculturalism and technological developments are revolutionizing 

teaching and learning.  With regards to faculty recruitment and retention, Boice (1992) 

noted that a structured approach to faculty socialization is needed. He wrote, “The 

changing demographics of the academe call for a more diverse faculty and require a 

systematic approach to faculty nurturing” (p. 6).  

Moreover, economic constraints and demand for greater productivity and 

accountability compel institutions of higher learning to seek ways to maximize their 

resources. Faculty selection, recruitment, and retention create a significant challenge to 

community college leadership to provide faculty with the necessary training that allows 

them to achieve success with an increasing population of academically underprepared 
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students (Almeida, 1991). More than half of the students entering community colleges 

lack basic skills (McCabe 1999).  

 Extensive body of research exists on organizational socialization. Reichers 

(1987) argues that “socialization research and adjustment have been conducted from a 

variety of different theoretical perspectives including role taking, the effects of met and 

unmet expectation, socialization practices, in which organizations engage, and stages of 

socialization” (p. 278). These studies conclude that the way in which individuals are 

socialized into their jobs, groups or organizations have a large impact on newcomer 

adjustment, task mastery, role acquisition and commitment.   

 Furthermore, an extensive body of research exists on the socialization of 

university faculty (e.g., Boice, 1992; Sorcinelli, 1994; Tierney, 1997; Bogler & Kremer-

Hayon, 1999), Gaff and Lambert (1996), and more recently Austin’s (2002) discussion 

of doctoral graduate students preparing to teach at the university. Loh’s (2003) 

examination of the socialization experiences of part-time university faculty revealed that 

most of them had positive perceptions about their socialization experiences and 

exhibited a strong sense of loyalty and commitment to their institutions. 

However, research on full-time community faculty socialization has been scant.  

Most research on community college faculty socialization has focused on the 

socialization of part-time faculty (e.g., Roueche et al., 1995; Burnstad, 2002).  Roueche 

et al. (1995) found that part-time community college faculty felt alienated and 

unconnected to their institutions.   In a most recent study on part-time community 

faculty integration, Burnstad (2002) recommends that part-time faculty need to have the 
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same access to a comprehensive faculty development program, and same opportunity to 

develop professionally, as do their full-time faculty colleagues, to be properly integrated 

into their institutions. 

 Several studies have attributed newcomer adjustment issues to demographic 

variables. Some of the studies have suggested that demographic differences impede 

social integration. For instance, Avila and Caplow (1998) found new African American 

university faculty were disconnected intellectually and socially from their colleagues 

because of marginalization that occurred during the anticipatory phase of their 

socialization. Ashforth and Humphrey (as cited in Saks & Ashforth, 1997b) argue, 

"dissimilar attributes may cause others to perceive the newcomer in terms of their social 

identity or impute stereotypic attributes" (p. 254).  However, Kirchmeyer (1995) point 

out that the impediment to effective socialization is not necessarily due to demographic 

differences of gender, race, age or ethnicity, but to the extent to which one is perceived 

by others, and by oneself, to be different. 

  As stated earlier, few studies exist on full-time community college faculty 

socialization. A study by Belcher (1995) found that formal socialization at Miami-Dade 

facilitated the transition of its new faculty during the first year. Also, Welch’s (2002) 

investigation of the effects of a comprehensive orientation program at St Louis College 

concluded that the program contributed to new faculty adjustment experience during the 

first year.  Murray and Cunningham (2004) argued that the lack of pre-socialization or 

anticipatory socialization experience is a problem for those who plan to teach at the 

community colleges.  Few graduate programs prepare their students for teaching in the 
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community colleges, resulting in many new community college faculty being unfamiliar 

with the history and philosophy of the community college.  According to Murray and 

Cunningham’s (2004) argument, the failure of community college faculty to understand 

the diversity of the community college students, the intense workload, and the emphasis 

community colleges place on teaching and learning has been a contributory factor to 

faculty dissatisfaction with their jobs.  

Faculty Development Issues 

According to Hammons and Watts (2002), the growth of professional 

development as a movement in the community college developed out of the rapid 

growth that community colleges were experiencing in the early 1970s.  Murray (2002), 

citing increasing demands for accountability and shrinking resources, argues that 

community colleges today more than at any other time in its history need to plan and 

provide comprehensive professional development programs for their faculty and staff on 

an ongoing basis.  Also, a study by Bellanca (2002) identified several factors that are 

driving the need for a comprehensive professional development. She writes, “Faced with 

an increasingly diverse student body and varying expectations, learning styles, and 

service preferences; new and growing competition; technological advancements; and 

changing governmental policies and societal demands, community colleges can no 

longer respond in traditional ways” (p. 35). Similarly, Boggs (2003) argued, “If 

community colleges are to develop the skills needed for effective teaching…professional 

development programs must be expanded and improved” (p. 23). Baker-Rouseff (2002) 
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argues that faculty-driven development programs are instrumental to the survival of the 

community college faculty. 

Several researchers have investigated the role of mentoring on newcomer 

adjustment. For instance, Boice (1992) has proposed mentoring as a way of moderating 

new faculty adjustment experiences. Sorcinelli (1992) found that faculty mentors 

provide informal feedback and collegial support to the new faculty and serve as an 

invaluable resource in newcomer role acquisition. She also noted that because of 

collegial support and mentoring, newcomers experience significantly less stress during 

their transition. Lavery, Boice, Thompson, and Turner (as cited in Boice, 1992) found 

that “the absence of systematic and effective mentoring adversely impacted faculty 

adjustment” (p. 107).  

Faculty Retirement Issues 

Community colleges are experiencing a wave of faculty departures. As founding 

community college faculty members retire, community college leadership are hiring new 

faculty to replace them. Apart from age, research has shown that the community college 

faculty member’s decision to retire is influenced by several factors.  Harris (2001) 

examined the role exit decision of community college faculty and found that their 

decision to retire was predicated on such considerations as “burnout and tiredness, 

displeasure with organizational changes at their institutions, and financial incentives that 

accompany early retirement packages” (p. 229).  
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Dale Parnell (1990) writing on faculty retirements and replacement had this to say:  

Large-scale faculty retirements will challenge colleges and universities of all 
kinds to strengthen the faculty recruitment and selection process, particularly if 
the faculty recruitment of ethnic minority faculty is to be increased. But this 
challenge also provides colleges with a great opportunity for renewal and 
reconfiguration of faculty patterns. (p. 23)  
 

New Faculty Characteristics 

As founding community college faculty members are beginning to retire, 

community colleges are faced with the daunting task of hiring and retaining faculty that 

are committed to the “open door” mission of community colleges. Although Palmer 

(2000; 2002) found that similarities exist among community college faculty across 

disciplines, with lecture being their preferred method of teaching, Finkelstein et al. 

(1998) found that the new generation faculty is different in other respects from their 

predecessors. For instance, they pointed out intergenerational differences between 

cohorts. The community college faculty cohort of the 1960s were “more research 

oriented ‘teacher scholars’ compared to their predecessors of the 1950s, while the new 

generation of faculty that are replacing the 1960s cohort are more diverse and 

technologically savvy” (p. 10).  

Finklestein et al. (1998) noted that the new generation faculty cohort is younger 

and demographically different than their counterpart. They are racially and ethnically 

diverse, and bring a richer variety of “previous work experiences” to their new roles. 

The authors indicate that the sheer size of the new generation faculty cohort could have 

a “pervasive influence in shaping academic values and practices in the future” (p. 40).  
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 Birnbaum (as cited in Kezar, 2001) argued, “The higher education system is 

values-driven.” Also, Clark (as cited in Kezar, 2001) noted, that “colleges and 

universities are noted for the complex and contrasting belief systems that guide and 

shape their culture and future” (p. 67). Added to this complexity, some have raised 

concerns about the professional identity and professionalization of community college 

faculty (Rifkin, 2000; Cohen & Outcalt, 2002).  

Theoretical Perspectives 

 There are various definitions of organizational socialization. According to 

(Fisher, 1986; Van Maanen & Schein, 1979) organizational socialization is defined as 

the process through which individuals acquire attitudes, behavior, and knowledge 

needed to adjust to their work environment. Chao, O’Leary-Kelly, Wolf, Klein, and 

Gardner (1994), expanded the definition of organizational socialization to mean the 

“learning content and process by which an individual adjusts to a specific role in the 

organization” (p.740). A variety of different theoretical perspectives have been used to 

describe organizational socialization. According to Saks and Ashforth’s (1997a) 

assertion, there has been a notable absence of theory development or integration in 

organizational research even though a great deal of research on organizational 

socialization has occurred in the past several years. Their assertion that “stage models 

remain the prevailing framework for understanding the socialization process” appears to 

be supported by the volume of research and discourse on stage models of organizational 

socialization (p. 235).  
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Early stage model theorists (Schein, 2000; Van Maanen 1979; Wanous 1992) 

identified three stages in the socialization process as anticipatory, encounter, and 

adaptation. The anticipatory phase occurs before the individual enters the organization. 

According to Wanous (1992) training, skills, and knowledge are acquired during this 

phase.   Corcoran and Clark (1984) described the second and third phases respectively, 

as induction and continuing socialization. They asserted that newcomers confront their 

expectations with actual roles of the job.  At the encounter phase, the newcomer’s prior 

expectations are tested against the realities of the work environment (Schein, 2000; Van 

Maanen 1979).   Corcoran and Clark (1984) asserted that in continuing socialization, the 

newcomer develops and masters the skills of the job and is accepted by colleagues. The 

newcomer begins to feel like an “insider.” An important aspect of pre-socialization has 

been prior work experience (Carr, Pearson, Vest & Boyar, 2006). Prior occupational 

work experience has been found to significantly affect retention in the short run.  

 According to Van Maanen and Schein (1979), socialization tactics refer to 

organization-driven means of socializing individuals, which outlines specific 

socialization variables or tactics and their attendant behavioral responses or role 

orientation.  In their literature review, Saks and Ashforth (1997b) discussed Van Maanen 

and Schein’s six bipolar tactics, which formed the basis of past and present research on 

organizational socialization.  Van Maanen and Schein’s six bipolar tactics -- collective 

vs. individual, formal vs. informal, sequential vs. random, fixed vs. variable, serial vs. 

disjunctive, investiture vs. divestiture--provided the framework used by many 

organizations to structure the socialization experiences of newcomers to their 
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organizations. Saks and Ashforth (1997b) argued that these tactics “influence the role 

orientations that newcomers ultimately adopt and their subsequent adjustment to their 

organizations” (p. 236).  

Jones’ (1986) work advanced the research on organizational socialization by 

developing a scale to measure organizational socialization outcomes along a continuum. 

Building on Van Maanen and Schein’s typology, Jones structured the six tactics into 

institutionalized socialization dimensions. According to Jones, collective, formal, 

sequential, fixed, and investiture tactics provide information that reduces uncertainty and 

anxiety inherent in early work experiences, as well as encourage newcomers to accept 

preset roles, thus reproducing the status quo (“custodial orientation”). At the opposite 

end of the continuum are individual, informal, random, variable, disjunctive, and 

divestiture tactics, which encourage newcomers to challenge the status quo and develop 

their own approaches to their roles (“innovative role orientation”) Jones refers to this 

end of the continuum as individualized socialization (p. 236). 

Uncertainty reduction theory. According to Saks and Ashforth (2007), 

uncertainty reduction theory has been the most widely used theoretical framework in 

organizational socialization research. Newcomers experience high levels of uncertainty 

during the organizational entry process. Socialization programs influence newcomers’ 

adjustment by reducing the high levels of uncertainty and anxiety that they experience at 

entry. Several benefits are associated with uncertainty reduction. As newcomers seek 

and acquire information, they are able to reduce the levels of uncertainty and anxiety. 

Morrison (1993), points out that as newcomers experience a reduction in their 
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uncertainty level, they perform their tasks skillfully, become more satisfied with their 

jobs, and are more likely to remain in the organization. Communication channels such as 

social interactions with superiors and peers play a significant role in reducing 

newcomers’ uncertainty. As Mignerey, Rubin, and Gorden (1995) argued, the amount of 

information that newcomers require in order to reduce the high levels of uncertainty and 

anxiety they experience are influenced by socialization tactics employed by the 

organization. Similarly, knowledge acquisition has been found to reduce newcomers’ 

uncertainty and role ambiguity (e.g., Miller & Jablin 1991; Saks & Ashforth 1997b). 

Social cognitive theory. Bandura (1986, 1997) developed the theoretical 

framework known as social cognitive theory framework. According to this theoretical 

framework, newcomer’s behavior can be explained in terms of cognitive and personal 

factors and environmental events interacting to influence each other in a bidirectional 

manner. Several studies on organizational socialization have relied on social cognitive 

theory to interpret their findings.  Ostroff and Kozlowski, 1993, found that newcomers 

acquired information from role models, supervisors and co-workers.  

Cognitive and sense making theory.  In developing cognitive and sense making 

theory, Louis (1980) focused on the psychological processes to explain how newcomers 

adjust to their new environment.  According to Louis, newcomers attempt to make sense 

of the surprises that they encounter by engaging in cognitive and affective processes to 

make sense of their new environment. This theory has driven several socialization 

researches, especially on information seeking and acquisition.  
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Socialization Research 

Socialization tactics.  Most recently published research on socialization tactics 

followed the path set forth by Jones (Saks & Ashforth 1997a). As mentioned earlier, 

Jones (1986) created six bipolar tactics representing the institutionalized socialization 

tactics: collective, fixed, sequential, formal, serial, and investiture. At the opposite end 

of the continuum are individualized socialization tactics: individual, informal, random, 

variable, disjunctive and divestiture tactics. Jones developed the aforementioned 

framework by building on the typology of Van Maanen and Schein (1979). 

Most of the recent research on socialization tactics either used Jones’s scale or 

some version of the scale to measure some of the same outcomes such as role ambiguity, 

role conflict, intentions to quit, job satisfaction, organizational commitment, and role 

orientation. For the most part, their results are consistent with Jones’ (1986) findings. 

That is, institutionalized socialization tactics are related to lower role ambiguity, role 

conflict, and intentions to quit (Mignerey et al., 1995; Saks & Ashforth, 1997a) and 

higher job satisfaction and organizational commitment (Ashforth & Saks, 1996; Baker, 

1992; Laker & Steffy, 1995 (as cited in Saks & Ashforth 1997a). Orpen (1995) found 

that institutionalized socialization tactics was negatively related to career satisfaction. 

Individualized socialization tactics are related to role innovation (Ashforth & Saks, 

1996; Black & Ashford, 1992; Mignerey et al., 1995 as cited in Saks & Ashforth, 1997).   

Research has been shifting toward studying socialization tactics as a process.  

Studies by Mignerey et al. (1995) and Saks and Ashforth (1997a) have determined that 

socialization tactics is an important factor in communication behavior. That is, 
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information acquisition is a function of the tactics used by the organization to socialize 

its newcomers. The action taken by newcomers to reduce their uncertainty is dependent 

on their ability to obtain sufficient information within the organization (Mignerey et al, 

1995). Equally important in this process is the frequency of information feedback that 

newcomers receive (Saks & Ashforth, 1997a).  Anakwe and Greenhaus (1999), citing 

studies by Chao et al. (1994), argue that Jones’s measures of socialization tactics has 

been problematic because it associates socialization effectiveness with achievement of 

individual and organizational outcomes, even though it lacks direct criteria for 

measuring the extent to which an individual is socialized.  

During the last decade several researchers have begun to focus their research on 

socialization content (Morrison, 1993; Ostroff & Kozlowski 1993, Chao et al. 1994). 

Saks et al. (2006) found that socialization tactics mediated newcomer adjustment.  

Building on their earlier research, these researchers have proposed a mediation model of 

socialization tactics illustrated in figure 2.1.  

According to Saks et al. (2006), socialization tactics predict proximal indicators 

of newcomer adjustment such as role conflict, role ambiguity, and fit perceptions, which 

in turn predict distal indicators of adjustment such as job satisfaction, organizational 

commitment, job performance, intentions to quit, and role orientation.   
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Figure 2.1. A Mediation Model of Socialization Tactics and Newcomer Adjustment. 

 
Socialization content.  Although socialization research focused on the process--

that is, on understanding the stages that newcomers pass as they develop into being 

members of the organization, current research has begun to examine socialization from a 

learning process perspective.  These studies are focusing on the content of socialization-

-that is, what is actually learned or internalized during socialization (Chao et al. 1994; 

Ostroff & Kozlowski, 1993). According to Saks and Ashforth (1997a) research on 
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“socialization content have tended to focus simultaneously on three main themes; 

defining the content domain or dimensions of learning; the socialization processes and 

interventions that influence learning; and the relation between learning and socialization 

outcomes” (p. 248).  

As Ostroff and Kozlowski (1993) argue, observation and experimentation are 

major sources of knowledge in four content domains: job-related tasks, work group 

roles, group processes, and organizational attributes. They found that newcomers’ 

knowledge was initially highest in group domain and lowest in the organizational 

domain, and after a few months was highest in task domain and lowest in the 

organizational domain. They also found that knowledge was positively related to job 

satisfaction, organizational commitment, and adjustment. They also found that 

knowledge in task and role domains contributed the most to successful socialization.  

 Bauer and Green (1994) tested a longitudinal model of newcomer involvement 

in work related activities. They argue that involvement provided opportunities to learn 

about roles, jobs, co-workers and organization. For instance, they found that doctoral 

students’ involvement in professional activities predicted accommodation--that is, 

perceived group acceptance and lower role ambiguity, while their involvement in 

research activities predicted productivity--that is, research submission and publication.   
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Similarly, Anakwe and Greenhaus (1999), and Hart (2000) found that the 

information new employees acquire when they enter an organization helps them to 

understand the nature of the organization and specific work roles. In their empirical 

investigation of 131 new employees, Anakwe and Greenhaus (1999) hypothesized as 

follows: 

1. That experienced colleagues will be associated with positive task 

mastery, work group functioning, knowledge and acceptance of 

culture, personal learning, and role clarity. 

2. That training will be associated with positive task mastery, work group 

functioning, knowledge and acceptance of culture, personal learning, 

and role clarity. 

3. That co-workers will be associated with positive task mastery, work 

group functioning, knowledge and acceptance of culture, personal 

learning, and role clarity. 

In the study by Anakwe and Greenhaus, in which the researchers factor analyzed 

the following institutionalized socialization tactics: experienced colleagues, training, and 

co-workers. They found that the availability of experienced members and supervisors 

during newcomers’ early organizational experiences, contributed to the effective 

socialization and long-term career success of newcomers. The authors concluded that 

content plays a significant role in newcomer adjustment. 
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Chao et al. (1994) study is the most widely empirically supported socialization 

content model.  The researchers conceptualized and developed six dimensions of 

organizational socialization-- performance, people, politics, languages, organizational 

goals and values, and history.  Their definitions of the six dimensions are as follows: 

1. Performance proficiency relates to what needs to be learned and how well an 

individual masters the required knowledge, skills, and abilities, and can be 

directly influenced by the socialization process.  

2. People relate to work relationships that are shaped by work and non-work related 

individual characteristics of organizational members. This includes personality 

traits, group dynamics, and similarity of non-work interests as well as work 

interactions and structurally defined organizational relationships that determine 

how well the individual’s social skills and behaviors are accepted by other 

organizational members.  

3. Politics relates to how well the individual is successful in acquiring information 

regarding formal and informal work relations and power structures within the 

organization.  

4. Language refers to the individual’s knowledge of the profession’s technical 

language, acronyms, slang and jargon that are unique to the organization. 

Organizational Goals and Values refer to the individual’s understanding of 

informal, unwritten, tacit organizational goals and values including rules or 

principles that maintain the integrity of the organization.  
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5. History pertains to an organization’s traditions, customs, myths, and rituals used 

to transmit cultural knowledge and thereby perpetuate or socialize a particular 

type of organizational member.  

6. Knowledge of this history, as well as knowledge of particular background of 

organizational members helps the individual learn what types of behaviors are 

appropriate or inappropriate in the organization.  

The limitations of the model based on the six factor conceptualization of 

organizational socialization, has led to several other empirically based studies on 

socialization content since Chao et al. (e.g., Hart, 2000; Klein & Weaver, 2000; Saks & 

Ashforth 1997), and most recently, Ashforth, Sluss, and Saks’ (2007) work in 

integrating various socialization models. For instance, in their investigative study of how 

newcomer perceptions and newcomer proactive behavior jointly affect the proximal 

outcome of newcomer learning, and how the process and content of socialization affect 

the distal outcome of newcomer adjustment, Ashforth, Sluss, and Saks (2007) found that 

institutionalized socialization and proactive behavior were each associated with 

newcomer learning, whereas socialization processes, and learning were each associated 

with various forms of adjustment while controlling for learning. The researchers 

conclude that socialization tactics and proactive behavior jointly affect socialization 

content and newcomer adjustment.  
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The path diagram below summarizes their hypothesis: 

  Socialization Process Socialization Content         Newcomer Adjustment  

   (Proximal Outcome)   (Distal Outcome) 

   
 

   

 

 
 

 

  Figure 2.2. How socialization process and content affect newcomer adjustment.  

Integrative approach.  Training and socialization are critical for the 

development of newcomers; however, research in each area has tended to ignore the 

other (Holton, 1996). According to Saks (1996), socialization research in the last few 

years has begun to take an integrated approach. According to Nelson and Quick’s (1991) 

study, formal orientation was rated as one of the most available practices, and offsite 

training sessions were rated as the least available. The authors argue that neither the 

helpfulness of formal orientation, nor the availability of offsite training was related to 

newcomer adjustment.  On the other hand, Saks (1996) measured the amount of training, 
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rather than just its availability and concluded that the “newcomers’ perceptions of the 

amount received influenced how they rated the training helpfulness.” 

Measuring the training effectiveness has proved problematic. Studies by 

Anderson, Cunningham-Snell, and Haigh; and Holton (as cited in Saks & Ashforth, 

1997a) point out that most organizations that utilized formalized and standardized 

induction training programs rely on post-course reaction measures of participants rather 

than sophisticated measures of training evaluation. As a result, pre- and post-course tests 

are less reliable indicators of the effectiveness of training programs as it relates to the 

socialization process in general.   

The role of formal training on newcomer adjustment has been mixed.  

Tannenbaum, Mathieu, Salas, and Canon-Bowers (1991), in their investigation of 

military trainees found that trainees’ successful completion of training was correlated 

with their post-training organizational commitment, training motivation, and self-

efficacy. However, Chatman’s (1991) examination of newcomers in public accounting 

firms revealed that there was no correlation between their training and person-

organization fit. Also, Waung (1995) concluded that there was limited support for the 

use of training as an intervention on newcomer adjustment, especially as it relates to 

self-efficacy, organizational commitment, anxiety, or intentions to quit. By contrast, 

Saks (1994, 1995) found that self-efficacy moderated the effects of formal and tutorial 

training on newcomers’ anxiety, and moderated and mediated the relation between the 

amount of formal training and work adjustment.  
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Equally mixed, has been the role of learning in socialization effectiveness. 

Several studies have placed learning as an integral mediator, but the empirical support 

has been mixed. Although Cooper-Thomas and Anderson, 2002; Kammeyer-Mueller 

and Wanberg 2003 found that learning mediates between specific socialization processes 

and outcomes, others have found no such evidence (Allen, McManus, & Russell, 1999).  

Ashforth et al. (2007) argued, “that while what newcomers learn is important, how 

newcomers are socialized has substantive and symbolic value over and above what they 

actually learn” (p. 448).  

The interactionist perspective.  The interactionist perspective seeks to integrate 

the individual and organizational perspectives by examining how they interact to 

influence socialization outcomes (Griffin, Collella & Gopareju 2000). This perspective 

has not received much empirical attention (Griffin et al., 2000). Most studies have 

chosen to examine the contextual factors of newcomer behaviors, rather than the 

interactionist perspective of organizational socialization. Gruman, Saks, and Zweig 

(2006) argued that “the extent to which newcomers can engage in proactive tactics is a 

function of their self efficacy and the socialization tactics employed by their 

organization” (p.91). Their findings are as follows:  

1. Newcomers are more likely to engage in proactive behaviors when their 

socialization is structured and formalized. When the socialization is more 

individualized, newcomers are less likely to seek feedback and information, or to 

build relationships and socialize.  
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2. Self-efficacy was positively related to feedback seeking, information seeking, 

general socializing, boss relationship building, and networking independent of 

organizational tactics. 

3. Newcomer proactivity partially mediates the relationship between self-efficacy 

and socialization tactics with a number of socialization outcomes. Study found 

support for full mediation such as social integration and organizational 

commitment, but found only partial support for most other organizational 

outcomes. 

4. Feedback seeking and information seeking moderated the relationship between 

socialization tactic and several organizational outcomes. That is, the relationship 

between institutionalized socialization tactics and socialization outcomes was 

much stronger for newcomers who engaged in less feedback seeking information 

(p. 91). 

Gruman et al. (2006) pointed out that the combination of their findings is   

paradoxical. On the one hand, “newcomers are most likely to be proactive when their 

socialization is institutionalized and on the other, institutionalized socialization is most 

likely to result in positive socialization outcomes when newcomers are least proactive” 

(p. 101). The authors suggested that further research should be undertaken to investigate 

the potential interactions of newcomer proactivity.  

Bridging Theory and Practice 

 As mentioned earlier there is a vast amount of research on organizational 

socialization, including socialization of faculty at the universities, but very few studies 



33 

are about the socialization of full-time community college faculty. Added to this 

problem is the issue of methodology. After Jones (1986) developed the empirical 

framework for measuring socialization tactics, most organizational research has adopted 

an empiricist approach.  

Trowler and Knight (1999) argue that the “induction and socialization of 

academic staff in the universities have been based on a partial, corporatist perspective 

influenced by now defunct structural functionalist theory” (p.177). They argue that this 

approach is inadequate for use in the study of organizational socialization, especially in 

the academe. For instance, they define organizational socialization as the 

“accommodative process of new entrants…which is often tacit and unrecognized by 

those involved, yet has important consequences for both the new entrant and the 

organization” (p.178).  

Critical of what they refer to as “abstracted empiricism” of studies done in the 

UK, Trowler and Knight (1999) suggest an alternative approach. They wrote: 

Given a more sophisticated theoretical foundation, it is possible to make 
proposals for induction practices that acknowledge the centrality of interaction 
between the newcomer and the lived cultures of work environment, which is 
appropriate to the English context…. like university presidents in the USA who 
construct social reality through the interpretations they make of equivocal events, 
newcomers in the academe do the same…there are many choices, whether 
explicit or un-noticed, that all participants make in their initial socialization and 
as they continue to work within the organization. (p. 184)  
 

Summary and Conclusion 

Organizational socialization has been defined as the process through which 

individuals acquire attitudes, behavior and knowledge needed to adjust to their work 
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environment (Van Maanen & Schein, 1979). This definition has been expanded by 

others to mean the “learning content and process by which an individual adjusts to a 

specific role in the organization” (Chao et al., p. 740). A review of the literature, 

revealed that a variety of different theoretical perspectives have been used to describe 

organizational socialization.  

Although more recently some researchers have begun to investigate socialization 

content, most research on organizational socialization has been on socialization tactics.  

To date, only one research study has attempted to integrate both approaches (Ashforth et 

al., 2007). Furthermore, the review of literature specific to full-time community college 

faculty socialization has been limited; the review of literature for this study has 

examined various aspects of organizational socialization in other organizational settings 

and contexts. This review has provided extensive documentation on the current state of 

research in organizational socialization, the polemics and the future directions for 

research. Finally, against the background of the various theoretical perspectives explored 

in the literature, this study provides insight into and understanding of the socialization 

process of full-time community college faculty as they transition and adjust into their 

new roles.  
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Chapter III: Methodology 

Research Rationale 

 Naturalistic qualitative method was selected for this study because the study is 

“discovery oriented” (Guba, 1978).  The review of literature indicates that little or no 

research has been conducted to examine the socialization experiences of new community 

college faculty cohort who have gone through a comprehensive new faculty orientation 

program. Strauss and Corbin (1990) assert that certain research problems lend 

themselves to qualitative methods. Their position is that research that seeks to shed light 

on people’s experiences with a certain phenomenon is best served by qualitative 

research (p. 19). The current study on faculty orientation experiences fits this 

description. Therefore, the choice of methods is contingent upon the “purpose of the 

inquiry, the questions being investigated, and the resources available” (Patton, 1997, p. 

39). 

Another related reason for selecting qualitative research for this study is based on 

Patton’s observation:   

A naturalistic inquiry strategy is selected when the evaluator wants to minimize 
research manipulation by studying naturally unfolding program or treatment 
processes and impacts; experimental conditions and designs are selected when 
the evaluator wants to introduce a considerable amount of control, reduce 
variation in extraneous variables and focus on limited set of predetermined 
measures. (p. 43) 
 

Patton further states, “Qualitative inquiry is highly appropriate in studying process 

because depicting process requires detailed description; experience of process typically 
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varies for different people; process is fluid and dynamic, and participants’ perceptions 

are a key process consideration” (p. 94). 

Rossman and Rallis (as cited in Creswell, 2003) summarize the characteristics of 

qualitative research as follows:   

1. Qualitative inquiry takes place in a natural setting; the researcher is able to 

develop detail about the place and is highly involved with the actual experiences 

of the participants.  

2. Qualitative research uses multiple methods that are interactive and humanistic. 

The methods of data collection are growing, and they increasingly involve active 

participation by participants in the study. 

3. Qualitative research is emergent rather than tightly prefigured allowing the 

researcher the flexibility to change research questions as he or she learns what 

and whom to ask.  

4. Qualitative research is interpretive allowing the researcher to bring to the study, 

personal interpretation of data as well as the ability to filter data through the 

researcher’s lens. 

5. The qualitative researcher systematically reflects on who he or she is in the 

inquiry and is sensitive to his or her personal biography and how it shapes the 

study. This introspection, acknowledgment of biases, values or interests (or 

reflexivity) typifies qualitative research today. 

6. The qualitative researcher adopts and uses one or more strategies of inquiry as a 

guide for the procedures in the qualitative study (pp. 181-182). 
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Research Design and Strategies 

“A strategy is a framework for action. A strategy provides basic direction. It 

permits seemingly isolated tasks and activities to fit together; it moves separate efforts 

toward a common, integrated purpose” (Patton, 1997, p. 36). The socialization 

experiences of new community college faculty fit this criterion. The research interest is 

to discover and to understand from the perspective of those being studied. Discovering 

how a multi-community college district used a comprehensive orientation program to 

socialize its new faculty cohort to become accepted members of their organization 

provided an opportunity to study this phenomenon through the lens of those that 

experienced the program. Research design as described by Denzin and Lincoln (2000) 

is,  

a flexible set of guidelines that connect theoretical paradigms first to strategies of 
inquiry and second to methods for collecting empirical material. A research 
design situates researchers in the empirical world and connects them to specific 
sites, persons groups, institutions, and bodies of relevant interpretive material. (p. 
22) 
 
Sherman and Webb (1988), point out that the use of qualitative analysis is based 

on the view that reality is socially constructed. That is, the researcher is making 

constructivist knowledge claims that reality is historically or socially constructed. 

Creswell (2003) argues that rather than starting with a theory the researcher’s intent 

should be to make sense of the meaning others have about the world.  Crotty (as cited in 

Creswell, 2003) lists the assumptions underlying constructivism as follows: 

1. Meanings are constructed by humans as they engage with the world they are 

interpreting… 
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2. Humans engage with the world and make sense of it based on their historical and 

social perspective… 

3. The basic generation of meaning is always social arising in and out of interaction 

with a human community. The process of qualitative research is largely 

inductive, with the inquirer generating meaning from data collected in the field 

(p. 9). 

Context and Setting of the Case Study – North Community College District  

 As Yin (2003) noted, “The case study approach has a distinctive advantage when 

a how or why question is being asked about a contemporary set of events over which the 

investigator has no control.” The researcher has opted for a qualitative case study 

because the experiences of participants in the program would inform the study from a 

behavioral perspective, and the experiences of the college leadership, including program 

administration will yield insight into the institutionalization of the process.  

Case studies are particularly useful when, “one needs to understand some special 

people, particular problem or unique situation in great depth and where one can identify 

cases rich in information--rich in the sense that a great deal can be learned from a few 

exemplars of the phenomenon in question” (Patton (1997, p. 54). New NCCD faculties 

possess a unique set of characteristics; they are young, diverse, and many are teaching 

for the first time. Their orientation experiences as part of the new academic landscape in 

the community college would prove invaluable in policy planning effectiveness.  

The North Central Community College District (NCCD) was the setting for this 

study. The NCCD is a multi-college District of seven colleges. “From 1978-1999 
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relatively few new faculty members were hired in the NCCD. In 2002, the founding 

faculty had begun to retire, and a new generation of faculty was beginning to fill the 

ranks” (NCCD staff development manual). 

The Vision Excellence (VOE) program was launched in 2002-2003 academic 

year to facilitate the orientation and socialization process of about one hundred and 

twenty new faculty members who were hired between August 1999 and August 2003. 

The first 3-day retreat for new faculty was held August 2002, with subsequent retreats in 

January 2003, May 2003 and August 2003. August 2006 marked the eleventh new 

faculty retreat (p. 2).  

Every newly hired faculty member of the NCCD since 1999 is required to 

undergo a comprehensive new faculty cohort orientation program as a condition of their 

employment with the NCCD. The stated purpose of the VOE program is to orient new 

faculty to the culture of NCCD and the community college, to insure that faculty enter 

the classroom with the knowledge and skills needed to deliver excellence in teaching 

and learning, and to create opportunities for new faculty to learn from and with 

outstanding NCCD faculty.  The four key components of the VOE program are: 

1. New faculty cohort experience 

2. LENs Modules (Learners Exchange Networks) 

3. Involvement of experienced NCCD faculty from a variety of disciplines 

4. Framework which supports college initiatives 

LENs modules and workshops are teaching and learning materials developed at 

Humber College, Toronto Ontario by teachers for teachers. Since 2000 in conjunction 
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with the League for Innovation in the Community College, faculty and staff from the 

North Central College District have collaborated with Humber College to revise the 

LENs materials for a wider audience and have adopted it as a component of its 

comprehensive new faculty orientation program referred to as Visions of Excellence. 

That is, NCCD’s “Visions of Excellence 2000 (VOE)” orientation model for new faculty 

is an adaptation of the LENS model.  

NCCD Faculty Workload 

 Normal teaching load for full-time faculty in the NCCD is fifteen credit hours or 

a combination of lecture and lab teaching that is calculated on a formula to equal fifteen 

lecture hours. Each full-time faculty is also required to spend additionally thirty hours on 

campus every week. Full-time faculty members are expected to spend a minimum of 

five scheduled hours a week in their offices to meet with students. The remainder of the 

time is spent on non-teaching assignments such as participating in committees, serving 

as faculty sponsor on student organizations or recruiting students for programs and 

disciplines. Also full-time faculty could teach up to four additional classes for extra 

service contract, which is paid at the part-time faculty rate.  

Selection of Participants 

Upon approval of the study by the University of Texas IRB, a letter of intent was 

sent to the President of the researcher’s college who communicated the research request 

to NCCD Chancellor’s Cabinet (CCAB).  Once the CCAB gave their consent for the 

district to participate in the study, the researcher sent an email to NCCD Director of 
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Academic Initiatives to request a list of the names of completers of the Visions of 

Excellence program classified by their disciplines and colleges (see appendix A).   

Upon receiving the list of completers, the researcher sent out an email to the 28 

names on the list. The email introduced the researcher and the nature of the study to 

VOE completers and requested their participation in the study (see Appendix B). Five 

participants responded immediately. One of the five respondents declined to participate 

citing personal reasons. Of the remaining four respondents, all were from the 

researcher’s institution.   

The sample for this study came from the 2003-2004 NCCD faculty cohort who 

have completed Visions of Excellence new faculty orientation program.  Three out of 

seven Academic Vice Presidents were selected for this study to provide their 

perspectives on their perspectives of the program.  The sample of participants in this 

study represented six of the seven colleges, and a cross section of programs and 

disciplines at NCCD.  Four of the seven Academic VPs who were serving in an interim 

capacity could not participate in the study because they did not meet the criteria of the 

study. In order to obtain a representative sample of faculty across NCCD the researcher 

sent a follow-up email to the District’s Director for Academic Initiatives and requested 

her help in eliciting the cooperation of potential participants.  The researcher’s follow up 

email to the Director and her email appealing to completers to participate in the study 

are appended as appendix A and B respectively.  

 Following the Director’s email appeal, five more participants representing five 

colleges and a cross section of disciplines and programs within the district, contacted the 
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researcher to indicate their interest in being participants for the study. The North Central 

College District (NCCD) faculty cohort of 2003 and 2004 who have completed the 

comprehensive new faculty orientation program were selected for this study. Consistent 

with Merriam’s (1998) recommendation that a researcher needs to engage in a 

purposeful sample selection of respondents on the basis of what they could contribute to 

the researcher’s understanding of the phenomenon, the researcher excluded two 

participants from the study. Two of the participants were from the researcher’s 

institution.  Merriam (1998) writes,  

A holistic picture of a program would involve the experiences and perceptions of 
people having different associations with the program. She argues that the crucial 
factor is not the number and representativeness of each sample, but the potential 
of each person to contribute to the development of insight and understanding of 
the phenomenon. (p. 83)  

 

Instrumentation and Data Collection 

 In this study the principles and practices of grounded theory were adhered to 

during the entire process of data collection and analysis. As Glaser and Straus (2006) 

noted “generating grounded theory is way of arriving at theory suited to its supposed 

uses” (p. 3).  Data for this study was collected from multiple sources. A variety of data 

collection strategies grounded in theory were employed for this study. The researcher 

conducted in-depth interviews lasting approximately 60 to 120 minutes, of faculty and 

academic vice presidents. The researcher used semi structured interviewing, document 

review and analysis as well as participant observation. Participant observation was an 

integral part of data collection in this study and ran concurrently with interviewing. The 
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researcher collected “open ended and emergent data with the primary intent of 

developing themes from data” (Creswell, 2003, p.18).  

Document review and analysis began in the fall of 2006, and informed the initial 

design and development of several questions used in the interview protocol. The main 

portions of the interview were based on the stage model process of socialization. During 

the fall of 2007 the researcher contacted Margaret Lichty by phone and requested 

permission to modify and use her interview instrument, which she gave both verbally 

and in writing.  Interviews occurred between October 16, 2008 and November 11, 2008. 

The participants chose the locations for the interviews. The researcher travelled to their 

respective campuses for the interviews. The interviews lasted between one to two hours. 

All of the interviews took place at the offices of the participants with the exception of 

one participant who preferred that the interview be held in a vacant classroom.   A 

digital tape recorder was used to capture the in-depth interviews of the participants. The 

recorded interviews were then transcribed word for word into text.  

Open-ended questions were used consistently for each participant in this study. 

The participants were asked questions that captured their pre-socialization experiences, 

including prior work experience, graduate education, and how they came to become 

community college faculty. The next group of questions was intended to capture 

participants’ perspectives on their selection process. Participants were asked to reflect on 

the hiring process, their qualifications, and what gave them the edge over other 

candidates, and how their personal values and beliefs shaped their decision to become 

community college faculty.  Several questions addressed the entry stage of the 
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socialization process. Participants were asked what sorts of feelings they experienced at 

entry, how they handled their feelings and how they learned about policies, procedures, 

and unwritten rules, including the nature of their programs and students.   

Another group of questions was intended to capture participants’ perceptions 

regarding the role that the VOE orientation program played in their adjustment as new 

faculty. These questions elicited participants’ experiences with the program, their 

feelings about the program, their thoughts and insights including suggestions and ways 

to improve their program experience. The final series of questions were intended to 

capture participants’ continuing socialization, which included participant’s view of self 

as an insider, and participant’s career development and plans for the future. The 

interview concluded by asking participants to reflect on the interview and to add any 

final thoughts or comments that they felt would improve the socialization experience of 

new faculty.  

The interviews of the Academic VPs began immediately after the interviews of 

faculty ended. Several themes from the faculty interviews informed the development of 

interview questions for the Academic VPs. As a result, the researcher was able to 

compare faculty participants’ responses with the VPs’ responses. The VPs’ interviews 

took place at their respective offices and colleges. The interviews of the VPs lasted for 

approximately 60 to 90 minutes.  

Data Analysis Procedures 

As stated earlier, data analysis began in the spring of 2009 and continued through 

the summer of 2009. The results and findings were presented using a framework of 
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Grounded theory. Qualitative research methods and techniques were employed 

including, case study, interviewing, document analysis, site visits and participant 

observation. Triangulation was achieved by collecting data from multiple sources. 

Interview data was transcribed from the tape recordings. Two transcribers were used and 

the researcher made sure that the transcriptionist had no connection to the participants 

whose interviews they transcribed. One of the transcriptionists lived in a different city 

about 200 miles away from any of the participants.  All the interviews were transcribed 

verbatim.  

Data transcription was completed in January 2009. The transcription was done 

using Microsoft Word.   Transcription, coding, and analysis were completed during the 

late spring and results and findings were compiled during the summer of 2009. The 

researcher used the insert comment function in Microsoft Word to do the initial line-by-

line coding sticking closely to the data and comparing data with data. Following the 

method prescribed by Charmaz (2006), data was coded as actions (p. 48), and began 

early in the interview process with the first participant that was interviewed.  This 

approach, enabled the researcher to “identify implicit concerns and explicit statements,” 

which informed the development of probes that allowed the researcher “to refocus later 

interviews” (p.  50).   

During the initial line-by-line coding, segments of respondent’s interviews were 

compared against each other for fit and relevance. In the focused coding phase, the 

researcher identified codes that made the most analytic sense to categorize. Samples of 

the focused codes are appended to this study as Appendixes G-J.  The focused coding 
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was followed by theoretical coding process. From the focused codes two sets of 

theoretical codes (see appendixes K & L) emerged to give coherence and clarity to the 

findings in this study. 

Reliability and Trustworthiness 

The researcher is the instrument in qualitative inquiry (Patton, 1997, p. 14). The 

researcher in this study is currently an employee of the NCCD. He has been teaching 

Economics as a full-time faculty member at the NCCD for the last eighteen years. 

Before joining the full-time faculty ranks, he was employed as a part-time faculty at two 

different NCCD colleges for five years. Both his training in research and analysis, as 

well as, his membership as part of the faculty culture, has prepared him with the 

necessary skills and insight to conduct this study.  There are no prescribed methods for 

qualitative researchers to address issues of validity, reliability, or generalizability 

(Creswell, 2003). Rather, they are addressed inductively by incorporating several 

strategies to ensure validity and trustworthiness of data as prescribed by Lincoln and 

Guba (2000). They include credibility, transferability, dependability, and confirmability. 

Credibility 

Five major techniques are suggested by Lincoln and Guba (2000) to address the 

issue of internal and external validity. To address internal validity, the researcher used 

prolonged engagement and triangulation. Triangulation was achieved through multiple 

sources of data collection, such as, document analysis and in depth interviews. The 

researcher’s prolonged and persistent effort to complete a doctorate in community 

college leadership, demonstrated commitment to faculty leadership and desire to become 
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part of upper level administrative leadership in the community college, established 

common ground to enhance credibility.  

Transferability 

 External validity threats arise when experiments draw incorrect inferences from 

the sample to other persons, other settings and past or future situations (Creswell, 2003, 

p. 171). It is not the intent of naturalistic inquiry to specify external validity by making 

generalizations, but only to provide a rich description of the time and context of data. 

The description, then enable the reader to reach a conclusion whether the findings can be 

generalized or transferred to other setting (Lincoln & Guba, 2000). 

Dependability and Confirmability 

 Triangulation will ensure dependability and confirmability in various ways:  

1. Through multiple data sources, information was used to build a coherent 

justification for themes. 

2. Methods’ imperfections in data were cancelled out by using different modes of 

data collection, case study in depth interviews, and document analysis. 
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Chapter IV: Results  

Introduction 

The purpose of this chapter is to present the findings of in-depth interviews that 

were conducted on seven community college faculty, as they experienced the 

socialization process of becoming community college faculty. The study examined the 

perceptions of faculty who had gone through a learning centered cohort orientation 

program as part of their socialization experience.  Additionally, the study sought to 

understand the choice of socialization tactics used. The purpose of the study was to 

answer two research questions:  

1. What is the role of the comprehensive orientation program in the socialization 

process of newly hired community college faculty cohort? 

2. Why does a community college choose a comprehensive orientation program for 

its new faculty cohort? 

 This section presents participants’ profiles that include their teaching disciplines, 

gender and ethnic classification.  The study involved seven faculties, all of whom met 

the following criteria: 

• is member of the 2003-2004  or  2004-2005 Visions of Excellence Cohort 

• is on a permanent full-time contract 

• is teaching an academic or vocational course 

• fulfilled all program requirements to be eligible for a 3-year contract. 
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Of the seven participants who participated in this study two were white, one was 

African American, two were Hispanic, one was Asian, and one was Pacific Islander. 

Table 1 below depicts the gender of the participants. 

Table 1  

Gender of Participants 

 
Gender Number 
Male 4 
Female 3 
Total 7 

 
A variety of academic programs were represented in this study. Four of the 

program areas house transferable academic courses. Students are able to earn 

transferrable academic credits to 4-year colleges and universities toward their 

baccalaureate degrees. Table 2 below shows the various programs represented in this 

study. 

Table 2 

Program of Participants 

 
Program Number 
Transfer 4 
Developmental 1 
Technical/Occupational 1 
Total 6 
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The sample for this study was drawn from a variety of academic disciplines. 

They include math/ developmental math, social science, science, foreign languages, and 

technical occupational disciplines. Table 3 shows the breakdown of the disciplines. 

The description that follows is a brief profile of each participant using their assigned 

pseudonyms. 

    Table 3 

Academic Discipline of Participants. 

 
Academic Discipline Number in Sample 
Math/Developmental Math 2 
Social Science 2 
Science 1 
Foreign Languages 1 
Technical Occupational 1 
Total 7 

 

  BG. Although BG had taught at the high school for a few years, he had no prior 

community college teaching experience. He attended the community college for a few 

semesters right after high school. He worked most of his life in the industry and upon 

completing his baccalaureate accepted a full-time teaching position at the high school.  

He was hired as an adjunct faculty. The highest degree that he held at the time he was 

hired was a baccalaureate. He has since earned a master’s degree in his teaching field, 

and has been at his current position for five years.  

Melissa. She had a variety of jobs that included being a waitress, a cheerleader 

and high school teacher.  She had only one year of teaching experience at the high 

school and no prior community college teaching experience before being hired as an 
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adjunct faculty. Her highest degree at time of hire was a baccalaureate. She is a product 

of the community college, earned her master’s degree while teaching as an adjunct 

faculty. She is currently working on her doctorate. She has been at her current position 

for four years.  

Daniel. A graduate of the community college Daniel had limited outside working 

experience. While pursuing his master’s degree at the university, he interned as a court 

appointed counselor working with juveniles. Upon graduating from the university with a 

master’s degree, he secured a position as a school counselor. This position was funded 

by a grant and when the grant ended, he sought employment as a part-time counselor at 

the college but serendipitously as he puts it secured a teaching position as a Visiting 

Scholar.  He was also in his fourth year at the time of our interview. 

KK. In his fifth year at the time of our interview, KK had served both as an 

adjunct and Visiting Scholar in two different colleges at the District, before finally 

securing a permanent position at his current college. After graduating from the 

university, KK held several short-term positions in sales and technical jobs. He has 

master’s degree in his teaching discipline.  

Lisa. Lisa has been teaching for almost 25 years. She began her association with 

the community college as an instructional associate while working to earn her 

baccalaureate. Upon completing her baccalaureate, she was hired as an adjunct faculty. 

She describes her hiring as mere serendipity. After earning her master’s degree, she 

secured employment as a full-time community college faculty outside the District where 

she taught for 10 years. Lisa has completed the course work in a doctoral program. She 
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was hired as a permanent full-time faculty into her current position. At the time of our 

interview, Lisa has been at her current position for nearly four years.  

Michael. Michael had a variety of working experiences including working for 

governmental agencies overseas.  He began as a part-time lab coordinator, and later 

accepted an adjunct faculty position, teaching two classes. He taught as a teaching 

fellow while in graduate school and is certified to teach in two separate disciplines 

within the natural sciences. Michael was accepted into the Visiting Scholar program in 

2003.  Upon completion of the Visiting Scholar program, he interviewed for the 

permanent full-time faculty position. As of the time of our interview, Michael has been 

teaching full-time for five years. 

PJ. PJ has been teaching for nearly 30 years. She began teaching adults when she 

was in her teens. She worked a variety of jobs that included publishing, and marketing. 

As an adjunct faculty she taught languages to undergraduates at the university as well as 

at the community colleges for several years. Upon completing her doctorate, she decided 

to move closer home to her family. She applied for adjunct faculty positions at two of 

the colleges in the District. Although she had extensive experience working outside in 

industry, she wanted to remain in the community college.  PJ was one of the two 

faculties who participated in this study that were not Visiting Scholars.  As of the time 

of our interview, she has been at that position for four years.   
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Summary of Participant Characteristics 

  This section reports the findings that are related to the demographics of the 

participants and other information related to prior work experience, education and 

discipline or program.  

 All seven participants had prior working experience after receiving their degree.  

Six of them had prior working experience related to teaching, while one had no prior 

working experience that was related to teaching.  Two had taught at the high school and 

four had taught in adjunct capacities at the community college. Prior to being hired into 

their current positions most of the participants had taught full-time for at least two 

consecutive years either as permanent full-time in another District or as a Visiting 

Scholars at their present institution or at another institution within the District. Of the 

seven, one faculty taught as an adjunct in the two-year period preceding being hired into 

her present position. 

 At the time of the interview all seven participants had master’s degrees in their 

teaching fields. Two of the participants had doctorate degrees in their teaching fields.     

Of the five that have master’s degree, two have completed doctoral coursework in higher 

education, while two others have over 36 graduate hours beyond their master’s degree. 

Two of the participants indicated that when they were hired into the adjunct position, 

they only had baccalaureate degrees, but were encouraged by their Deans to earn at least 

eighteen graduate hours in their teaching fields in order to become eligible for 

consideration into the Visiting Scholar program. By the time these participants applied 
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for the permanent full-time positions they both had earned their masters’ degrees in their 

respective teaching fields. 

Career Preparation 

Coursework.  Three of the seven participants described their course work using 

positive characteristics. Two participants described their coursework using negative 

characteristics. Another two reported ambivalent characteristics of their coursework. 

Positive characteristics. Participants indicated that their coursework provided 

adequate content material for their teaching.  One participant who taught in a vocational 

program reported using some of his graduate coursework to prepare assignments that he 

gave to his students. He said, “The content and the theory that I learned…even as far as 

assignments, are the things that I would infuse into my classrooms to ensure that the 

students are getting a high quality education.” Another credited her coursework 

experience with exposing her to the practical aspects of her discipline. She recalled,  

I was far more prepared because in my masters program we did go over 
linguistics and linguistic applications how to teach certain things. We went over 
different patterns and structures of language what would be easier, what would 
be harder to learn, and also during my graduate program, I studied three different 
languages…and by going as a beginner student into those languages, I…it helped 
me see or feel what it would be like to be a beginner student of language.  

 
Another participant attributed his knowledge to the coursework. He said, “Yes both my 

undergraduate and graduate education were really, really helpful. I think that after that I 

have got this knowledge.” 
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Negative characteristics.  Participants described their coursework as not having 

prepared them for their teaching career. 

 Two participants who described their coursework with negative characteristics 

expressed that their coursework did not equip them for a career in teaching at the 

community college. One participant stated, “My college experience by contrast did not 

at all. You know there’s a kind of, a kind of an academic orthodoxy that every university 

has that really doesn’t adequately prepare you or anyone for a community college 

experience.” Another echoed support. He said,  

It didn’t. To me it didn’t because my undergrad I was a math major. For my 
graduate… I took secondary classes for education to teach public school. I think 
public school, teaching public school helped teach at the community college 
because you are more diverse. You understood all the different needs, all the 
different learning styles, all the different things, whether you call them excuses or 
learning patterns or behaviors. I think high school prepared me more. 
 

Ambivalent characteristics. Participants described their coursework with both 

positive and negative characteristics as it relates to preparing them for their current 

teaching. 

 One participant expressed that her graduate degrees, although one was in her 

teaching field, were unrelated to her career.  She acknowledged that the experience she 

acquired in graduate school as a TA has helped her. She said, 

Well, I have a master in Science and Mathematics so my graduate education 
right before I started teaching had nothing to do with education.  So I have a 
really strong background in mathematics and I think feeling really confident and 
comfortable in your field is necessary to be a good teacher. If you got a flimsy 
background in the field you’re teaching then your probably not going to be a 
very good teacher. The graduate teaching assistant, I think that just really honed 
my skills in teaching because I was in a big university and teaching freshman 
level courses. So, most of my classes were probably between one and two 
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hundred students and I didn’t really get to know my students as a graduate 
teaching assistant, but I did become a better teacher and classroom manager 
especially, teaching that many students. 
 

Another seemed to be apologizing for his graduate education when he said,  

 What it did not provide me because that wasn’t the intent of my graduate 
program, it did not provide me with any of the teaching tools, actual skills that I 
would need to teach. That is something that I’ve had to more or less learn on my 
own, a little bit of trial by fire.  So I had really minimal to almost no preparation 
as a teacher, only in the area of content and the area of dealing with students but 
not in actually disseminating the information to the students, the actual teaching 
part. 
 

 Professor Influence 

 Three participants commented on the positive influences their graduate school 

professors had on them. One participant said, “I feel that all my professors, their classes 

were… I think their classes were enjoyable. I watched how they wonderfully logically, 

organized this knowledge to share with their students.” Another participant commented 

on the quality of instruction that he received from his professors. He said, “The 

instructors that I had at my university were very challenging.” Another participant spoke 

about the effect observing her professors had on the way she has taught her classes. She 

said,  

I also had the opportunity by looking at these other instructors to see what were 
good strategies of language and teaching, and so I learned from that experience 
far more I think in some cases than I did from the linguistics classes quite frankly 
um by watching four different instructors, no five different instructors teach 
language, and some were very good…and some not so good.  
 

How They Became Part of the District’s Faculty 

This section describes how the participants became District faculty. The themes 

reported in this section were learning about the position, the interview, having an edge 
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over other candidates, communication after being hired, participants’ impression of the 

institution prior to interview, shared values with the institution, and values that are 

different from the institution. 

 Most of the participants in this study became faculty of the District 

serendipitously. That is, they were invited to apply, were told by a friend or simply 

stumbled upon the opportunity. One participant accompanied a friend to a job fair and 

ended up filling out job applications with several potential employers. As he recalls,   

That is umm; actually I just say it is by chance. I just went with my friend to 
attend a job fair. Then, I find the NCCD booth. I just pickup the application 
form. So, they did not specify any particular college, just the NCCD. So, I got 
this application form and I filled it. Then at this time, I forget where, but I just 
filled it and then I got a phone call…and they asked me would I like to come to 
[name of college] for an interview. 

 
Another participant who had previously taught at the District as an adjunct faculty and 

then moved away to another location to accept a full-time position expressed that she 

became homesick after ten years.  She recalls, 

I saw it on the Internet. I had been in [name of college] for almost ten years, I 
was in my tenth year of teaching and I was starting to feel kind of home sick. 
When I started in [name of college] my plan was to just stay there forever, and I 
was pretty happy there, and I was not unsatisfied, but I missed my family in 
[name of city] and I started looking at [name of County], [name of County], and 
[name of County] community colleges in those areas to see if there was any 
openings. And the only opening in the District the first time I looked was this 
college, which I thought was kind of funny because that’s where I came from. So 
I felt real comfortable about applying. It was serendipity. 
 

Another participant recalling a similar experience said, 

I stumbled upon this opportunity to teach at the community college.  I originally 
was applying for a different job.  The only reason I was actually applying for a 
job is at the high school where I worked I was being funded by a federal grant.  
My position was funded by a federal grant and it expired and they did not renew 
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it so therefore I was forced to explore some other options, occupational options.  
A friend of mine told me about an opportunity, a non-faculty, non-teaching 
faculty opportunity here [name of college] and I applied.  I began to apply for it.  
In the middle, somewhere along the application process I became aware that not 
only was there a position open for [name of discipline] faculty but that I was 
eligible to teach [name of discipline], something that I discovered as I was 
applying for this other job.  So I decided to, I think I trusted my intuition that this 
would be a good move and applied.  The next thing I know I’m no longer 
applying for that other job, I’m now applying for a teaching faculty job.  So it’s 
not that I consciously made a decision, I want to teach at the community college.  
It’s more that I stumbled upon the opportunity, again, trusted my intuition that 
this might be a good decision to pursue and landed the job and did not realize 
how motivated I was to do this job until I began to do this job, if that makes 
sense.  So I call it fate. 

 
Another faculty remembers being told by a friend about an opportunity to apply for a 

non-teaching position at the college. He recalls, 

A friend of mine told me about an opportunity, a non-faculty, non-teaching 
faculty opportunity here…and I applied I touched a little bit on that; it was 
through someone who worked here, that’s the Visiting Scholar position.  And 
then the full-time, the permanent position that came two years after being a 
Visiting Scholar, it was just through word of mouth as well as through the 
position being published. 

 
Two participants remembered being actively sought by their colleges. One participant 

recalls being invited twice to apply for the position after he declined the first time 

because he was going through a divorce. Recalling his chance meeting with the Dean he 

said, 

I learned about the position informally I was at luncheon meeting, and the Dean 
of the division was there, and had a position open for a full-time faculty member 
and shared it with me.  At that time I declined the invitation. Then, we met again 
about six months later, she shared with me about the opportunity for a Visiting 
Scholar position to open up within and again with the transition it was good 
timing.  
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Another participant also recalls actively being sought by the Dean at another 

college. She said, 

  
Because then he’s like, oh, my gosh we have this program perfect for you.  It’s 
called a visiting scholar, you’re full-time, you act like a faculty member, you go 
to meetings, you learn things.  I was like really, full-time?  So I quit high school?  
I thought adjunct, right?  No, no more high school.  However, if you want to get 
a full-time job then…after two years if we like you and you like us, there’s a 
match, then you will need to have your masters, 18 graduate hours in what you 
are teaching.  He set the guidelines for me.  He told me what needs to be done.  I 
had no clue about it at all.  I fell into it. 

 
Another participant said that when an interim Dean who hired him as an adjunct 

discovered that did not have the credentials to teach what she hired him for, she told him 

to apply for another position. He said,   

Like I said before, I found out about the position teaching developmental writing 
as adjunct…when the acting Dean called me into the office, she came in, she sat 
me down in the office and she sort of sits back…. She was really kind of 
embarrassed because she’s the one who hired me to teach developmental writing 
as an adjunct and [laughter] she sits down, she sits me down first, well the bad 
news is I was just looking over, we just had a meeting with the Self Study 
committee for [name of accrediting agency] and we found, looking over your 
credentials, it turns out you’re not actually qualified anymore to teach 
developmental writing courses…we also have to let half of our government 
faculty go and your credentials are uniquely qualified to teach government and 
so we are prepared to offer you a Visiting Scholar position.  
 

One faculty reported that she learned about the position indirectly. She said,  

I learned about this position indirectly because I had not heard about another 
position I had applied for, I had not gotten any feedback from the Human 
Resources, nor from the Search Committee, which was kind of unusual and so 
when I was applying for that job…. I saw there was an opening here. So, I 
decided I’d better my chances by applying at both institutions. 
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The Interview 

 The participants in this study had different interview experiences.  Some 

participants experienced formal interviews while others said their interviews were 

informal, unstructured even conversational one on one. Some participants talked about 

their first interviews for the adjunct position, as well as their latter interviews.  

All the participants described their interviews for the permanent full-time 

position as formal and structured panel interviews. One participant described his 

interview for the adjunct position as “a little different because of…not knowing exactly 

what to expect.”  

Another participant describing her interview for the Visiting Scholar position said, 

 
Visiting Scholar is informal.  I interviewed first with the Dean, just like we are.  
He interviewed me and then he took it to the math work group and all the faculty 
and then they set up a date to meet me.  So, I came and it was here…and all the 
math department…eight people, eight or nine.  They just sat there and I just sat 
at the desk and they just asked me questions.  It was like a free-for-all, throwing 
things at me.  What?  So it’s basically to get personality.  Do we like her?  Not 
content area.  It was more what do you do with a student, you know, issues.  
How did I answer?  Then they told me they liked me.   

 

Another participant describing his Visiting Scholar interview had this to say,  

 
As a visiting scholar, the first word that comes to mind it was rather informal.  It 
was very relaxed.  I first met with the Dean of liberal arts, the Dean at the time 
and it was not a structured interview.  He did not have a set of questions.  It was 
more of again, rather informal conversation where he found out a little bit more 
about me and found out a little bit more about the school and so forth.  It did not 
have any real, it didn’t seem very structured. 
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 Five participants characterized their interview for the permanent full-time 

position as being a positive experience while two reported their interviews as being 

negative experiences. The following descriptors were used in describing the 

participants’ interview experiences: comfortable, relaxed, pleasant, uncomfortable, cold, 

judgmental and surprised. All seven participants were interviewed by a panel of search 

committee members. Most of the participants reported doing a teaching demonstration. 

Only one participant reported not being asked to do a teaching demonstration. 

Positive characteristics.  Regarding the interview, one participant said, 

The interview process was very pleasant, it was a good experience. I was 
impressed with the professionalism that was demonstrated. The Search 
Committee seemed to be a group of individuals that were very hard working and 
really interested in serving and you could tell that by their questions as well.  
 
Another participant described his interview in terms of the quality of his 

presentation. He said, “I gave a thirty minute teaching demonstration before a 

committee. I made a CD-ROM and gave every committee member each a CD-ROM. 

For my teaching demo, I selected a difficult topic, but I made it interesting and 

exciting.” 

 Another reported that seeing people she knew made her comfortable even 

though she was surprised to see most of them. She said,  

And so I come into the interview, five or six guys from the math department that 
I knew from ten years prior.  I was a little surprised to see all the same faces 
there, but not really.  The interview process was pretty comfortable for me – I 
knew them all and they knew me because I had taught there even though it had 
been ten years.  Some of them I had even been in classes with them as a teacher 
because I had started out taking classes.   
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 Negative characteristics.  One participant reported that he was not used to the 

search committee or panel style of interviewing and was uncomfortable with the 

structured question format of the interview. He said, “The line of questioning was of 

course a little bit different…everything is more structured to where every candidate is 

asked the same questions that is more formal than what I am used to in industry…not 

that we did not have formal interviews.” 

Another participant did not like the somewhat condescending nature of her 

interview. She likened her interview to being given a test. When asked if she did a 

teaching demonstration she replied,  

No, actually I’m glad you asked that.  What they did is handed me a sheet of 
problems, I think five or six problems and said do three or four. I got to omit one 
or two and they put me up at the board in front of the conference room and gave 
me a pen and had me solve problems and so to me it felt like a test.  I was very 
surprised about that…I spoke up against it when I became chair.  
 
Another participant was uncomfortable at seeing his colleagues in the search 

committee. He characterized the interview process as cold and judgmental.  The 

following is what he said, 

There was a teaching demo there was, and I think there was a writing sample I 
don’t recall. That one sort of threw me for a loop because here I was 
interviewing for a job and there were people that I knew and worked with daily, 
on a day to day basis sitting in judgment on the search committee and it was very 
uncomfortable umm because I was not sure how to behave and I am sure they 
weren’t exactly sure how to behave either. And so the process itself was cold. 
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  Their Qualifications 

Edge over other candidates.  All seven the participants in this study felt that 

they were qualified. Two participants pointed to having doctorate degrees in their 

teaching fields.   Four of the participants who participated in the Visiting Scholar 

program believed that their participation in the program gave them an edge over 

candidates that didn’t.   

One participant however, expressed frustration at the thought that Visiting 

Scholar program gave him an edge over other candidates. Referring to the District’s 

advertisement of the Visiting Scholar program he said, 

They are generally pretty open about the fact that yeah it is an affirmative action 
program. The Chronicle of Higher Education actually ran an advertisement two 
weeks ago highlighting the Visiting Scholar’s program and characterized it as an 
affirmative action program…. I am not a big fan of pro appointment in any case, 
not a big fan because I have been on the receiving end of it.  And in some cases I 
think I benefited and I would like to think that I was hired because of my 
expertise and my proficiency and not because of I am a minority…. So, that may 
have given me an edge but that’s unfortunate [low voice almost a whisper] we 
should be judged by the content of our character and expertise and not by our 
demographic background and honestly when I found out the reasons for the 
Visiting Scholar program, I came home I was seething, I was angry about it…but 
that may have been a contributing factor to it. In fact I am sure it factored into it, 
which is umm I try not to let that get the better of me; I try not to let that affect 
how I do my job. 
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Personal Values Shared With the Institution 

Although two participants were unable to identify values that they shared with 

their institution, most participants believed that student success was a value that they 

shared with their institutions. Their overall sentiments are exemplified by the statements 

of these two participants. One said, “Providing our students with work skills. Skills that 

they are going to use and I think that the big value is that we see how as we cultivate the 

students, that we cultivate the community.” Another said, “They really have concern for 

students as individuals and not as products of the system.  So that’s what stands out for 

me as far as a value, certainly a holistic approach to dealing with the students.”  

Impressions Prior to the Interview 

 Most of the participants used positive characteristics to describe the impressions 

they had about their institutions prior to their interviews. One participant said, “My 

impression was that it was a smaller kind of homier college that probably would not be 

as intimidating for a first time college student to go to.”  She recalled an event that took 

place at her interview that confirmed her impression.   

In the interview process, I did have that impression…it was confirmed I guess or 
validated. Because I had to wait for a while for the interview, I was talking to the 
assistants and to some of the work study students and so I was hearing about 
their experiences and what they were talking about [name of the college] so, I 
kind of got more of a validation of that impression I guess. And then during the 
interview process, they gave; well they answered a lot of my questions. 

 
Communication After Being Hired   

All seven participants indicated that they had little or no communication from 

their institution after they were hired. As one participant stated, “Okay, there was no 
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communication between the department and myself.” A similar response was given by 

another participant who said, “There was not much communication at that point. It was a 

matter of once an offer was extended basically at that time I was pretty much turned 

loose to kind of work on developing courses for each of the fall semester courses that we 

were offering.”   

Those that received any communication after they were hired described it as 

inadequate. One participant remembered receiving two phone calls from the Division 

Secretary. He said, “Two phone calls…I didn’t meet my Dean until his first day on the 

job, which was also my first day on the job. We both reported on the same day. And so 

the only contact that I really had was from the Division Secretary.” 

 Another participant echoed support. He recalls,  

Very little communication that I can remember…and I took that to mean that the 
initiative needed to be on my part.  And so therefore from the time that I was 
hired to when I began my role as a permanent faculty, I don’t even know if that 
is the appropriate word or not, but the full-time faculty position, as a result of my 
experience at the beginning with the visiting scholar, I did take more initiative 
and so most of the communication was initiated by me.  
 

One participant explaining an inappropriate communication from another colleague after 

being hired said, 

One thing that was somewhat disturbing was my colleague called me and 
basically kind of demanded that I come and observe her classes and my CV 
showed that I had experience with the community college students at other 
colleges, and so I really felt that…I didn’t think it was going to be a good use of 
my time, quite frankly. I didn’t care for the tone of voice because it was my 
impression that she was my colleague and not my supervisor. And not even my 
Dean asked me to do that. And I was like…at the same time, I was perplexed 
because I hadn’t even signed my contract yet. So that was something that was a 
little disturbing, and it was a little foretelling of some things that came down the 
road. But overall, there wasn’t a lot of communication. 
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 Personal Values Different From the Institution 

Most of the participants indicated that there were no differences in the values 

that they held and the values espoused by their institutions. Two participants expressed 

dissatisfaction at certain practices at their institution. One was critical of the practice of 

using search committees to hire job applicants. He said, “I would say however there are 

different practices that I would probably do differently and that I have done differently 

in other organizations one of which would be the hiring process.”  

Another expressed frustration at what he saw was his college’s effort to drum up 

enrollment. He said,  

 As a faculty member I feel sometimes that I’m quite unaware of all the political 
business that takes place at the college….  What I’m getting at is that sometimes 
I sense that this is run very much like a corporation and if I am accurate in that 
perception or whether it’s again influenced by someone else or my true 
perception, that would be something that I would be disillusioned by because I 
don’t feel that we are a corporation.  And I don’t think it should be run as such.  
We’re an educational institution and I think it should be run very differently…a 
general value that I sometimes again feel just a little bit of disillusionment that 
we’re running numbers, that we’re creating products and moving them in and 
moving them out and if I’m right in that, then is something that I’m not in 
agreement with, that approach to education. 
 

Program Offerings 

 Participants in this study represented various disciplines and programs.  One 

technical vocational faculty expressed with pride the comprehensive nature of his 

program. He said, “We teach everything from a beginning introductory course to a more 

upper scale course and…the students have to have practical work experience in the 

industry.” 
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Another participant explaining the makeup of his program said, 

The discipline itself is [name of discipline].  The introduction to [name of 
discipline] class, the [name of discipline] and the [name of discipline] class are 
the three classes that are considered a core social science class.  So, students 
have the option of taking any of those three to satisfy that core requirement.  
However, they are recommended to first take the introductory class but they 
don’t have to. That’s just a recommendation. It’s not a pre-requisite.  In addition 
to those three core classes we have other classes that sometimes make and 
sometimes they don’t…. So that’s how our discipline is broken down. 

  

Another participant described her program in terms of transferability to the universities 

or 4-year colleges. She said,  

The program consists basically of four transfer credit classes. We have a fifth 
class which is actually kind of your introductory class and is really designed to 
help the student who has never had any exposure to a foreign language learn a 
little bit…a little less material than the beginning class starts with. And I think it 
is particularly a very good class because it’s quite necessary and helps the 
student gain some confidence.  
 

One participant expressing concern about what he sees are students’ unawareness of 

career possibilities, said of his discipline,  

It has both the benefit and the drawback of being part of the core of the core. It is 
one of only three sets of classes that are required by state law under the Texas 
Education code. It is a benefit in the sense that there’s guaranteed enrollment…. 
It has a drawback being core of the core because a lot of my students tend to be 
unaware that yes you can major in it. 
 

Faculty Commitment 

All seven participants said that the faculties in their disciplines were very 

committed. Only two participants mentioned that the part-time faculties in their 

disciplines were just as committed as the full-time faculty. One participant’s observation 

was that the part-time faculties were more resourceful in their use of technology than 
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their full-time counterparts. Another participant said that some of the full-time 

colleagues at his college were tired and in need of retirement. He explains,  

In my discipline, there’s only one other full-time faculty member, who is a 
pioneer member started here ever since the college opened…. He will be the first 
to admit that way back when it first started, he was really thrilled about teaching 
college level, and building up the program and teaching classes…. I get the 
impression that he is basically at the process of passing the torch…a lot of the 
energy that we get in this discipline, really comes from our adjunct faculty…they 
have a sense of student engagement that is just phenomenal.  
 
Another adamantly speaking about the commitment level of faculty at her 

institution said,  

I think that we are very committed. That’s definitely not something to argue 
about. We, all seven of us, I would even include the Adjuncts. We are very lucky 
with the Adjuncts that we have. They really are very committed to doing the 
best. So, I think that there’s a certain amount of commitment there, yes.  
 

Peer Groups 

 Some of the participants identified their peers as members of their immediate 

work group, while others identified their peer group as everybody in the institution. The 

participants identified characteristics that they believed they shared with their peer 

group, which included passion for teaching, beliefs about students’ success, or sharing 

similar ideas or concerns on administrative polices.  

 One participant who identified her peer group as people inside and outside of 

her discipline perceived a reluctance from veteran faculty to accept the new ideas of the 

nascent faculty. She said, 
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We have the same beliefs in higher Ed., or the way we think leadership should 
be, the way leaders should run the institution…leadership, our beliefs with 
students, our beliefs on the standards, the standards we hold, how, wanting things 
to operate necessarily and they don’t.  Or wanting the veteran faculty to relax 
and realize that there are new ideas and it’s okay, they still have their control and 
not think that the newly hired are going to come in and take over.  

 
Another participant described his peer group primarily as a small group of 

faculty around his discipline, stating that the size of his peer group was a reflection of 

his relative newness at his college. “The more I get to know people outside my division, 

the more I just begin to see everybody as a peer. The longer I’m here then the more that 

expands.” Another explained that her peer group came from various areas of the college 

because of her extensive involvement in different workgroups. She said, 

I would say the faculty, not necessarily faculty in my discipline or my division. I 
have the fortune to be the representative of the [name of discipline and name of 
division] on the Faculty Council, and the Faculty Association….  And I 
even…consider quite frankly, support staff and administrators my peers because 
we are really here to work together. And I think the more I learn about other 
departments and other programs that are here, the better I am able to network for 
the students and a lot of times to let them know that there is a service that they 
can take advantage of.  
  

Another participant described his peer as both new and veteran faculty because 

of his involvement in organizations at his college. She said,  

I think I have a real eclectic mix of peers. Like some of the new faculty in [name 
of discipline] are my peers, then some of the – we call them pioneers – faculty 
that have been here since the doors opened, I’ve gotten close to them by being 
involved with faculty association from other departments. 
 
 Two participants out of the seven interviewed for this study, described their peer 

groups as people who were hired at the same as they were, or people that attended the 

VOE orientation program at the same time they did. One of them had this to say “I think 
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of my peer group as my cohort the cohort that I went through the Visions of Excellence 

with or those who were hired about the same time I was, one or the other or people I 

went to the VOE program with…so a lot of the newer faculty I tend to think of as my 

peer group.”  

 College Culture and Climate 

When asked about the culture and climate at their institution, one faculty 

described the culture at his college as being antagonistic. He said,  

There seems to be an us-and-them mentality when it comes to faculty and 
administration…. So within that culture I do sense some friction, even as I attend 
the faculty association meetings and so forth. I can best summarize it by saying it 
feels like an us-and-them culture. 
 
Two faculties described their colleges as being in transition and without 

direction. One of them put it this way,  

We have had an interim Dean for over 3 years. We have an interim Vice 
President of Instruction for over 3 years too. So, there’s a significant vacuum 
right there…and just that I think that there’s a little bit of we need to start 
working together to create a vision. I think that we’ve lost our vision…where the 
culture and climate is I guess right now, I would say is the culture of 
uncertainty…. I think directionally there is uncertainty.  

 

Another participant described her college in a similar manner, and said, 

Leadership changes, we’re not stable when people are coming and going, top 
leadership is new and other top leadership is gone and then we’re hearing two 
years and now they are gone and we have an interim.  There hasn’t been any 
stability when leadership is constantly changing…so everyone kind of gets in 
limbo.  You don’t know who is in charge; everybody is in charge.   

  

Only one participant described positively the culture and climate at his institution. He 

said, 



71 

Everyone in this college is like a big family. We have excellent leadership in our 
former president who took care of everybody…I came to know him personally, 
because he would invite me to his office to chat.  He took steps to quickly 
shorten the distance between us. I felt like my president knows me. Sometimes I 
do the work and I feel like nobody notices, but now I know the president knows 
me, they watch me; they care for me…I live about fifteen minutes from another 
one of our sister colleges, but I rather commute the longer distance to be here. 
It’s like a family. I don’t want to change. I just want to stay here.   
 
One participant explained the culture and climate at her college in terms of the 

silence practiced by many of its new faculty. She said, 

A lot of them won’t talk as much until they get a three year contract.  They 
will, a little bit, but as long they are still in that 1-year contract they are scared.  
So when they get to three year, then they speak more, because they feel safe.  
We have a few new faculty that are brand new and they talk, they don’t care.  
But yeah, and that’s another thing with the Visiting Scholar, you don’t want to 
talk. You want to learn and observe because you are on a one-year.  It’s the 
contract. 
 

Student Success 

 Participants described the academic readiness of their students using both 

positive and negative characteristics. The common theme that emerged was about 

students lacking in basic skills. Some faculty discussed motivational strategies that they 

have used to engage their students. Others discussed the persistent challenges that they 

face. One expressed frustration at not being able to proffer any solutions. 

  Positive characteristics.  Positive characteristics reported by the participants 

include student enrollment, student commitment, diversity, completion and graduation, 

student success, transfers and diversity. One participant stated that students enrolled in 

his program in order to improve their chances of advancing into management positions. 

Another participant remarked, “Oh, they are good. They are diverse, academically 
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diverse.”  Another faculty explained the increased presence of international students in 

his program this way: “They are coming here because it is very affordable.”  Two 

participants said that their students often followed them to their next classes.  One said 

that her students often would ask, “Are you teaching the next class and if I am they’ll re-

enroll?” Another participant stating with pride said, 

 
A lot of them have followed me in trig and trig is much harder.  There’s a lot to 
know.  They work hard.  They learn.  They learn my style. I tell them, if you 
learn me, you hang with me, you will be just as fast and just as good because you 
step up to the level.  And they do, it’s cool to see those come around.  They build 
a confidence in themselves.  Wow, I get it.  I have older students who told me 
they took college algebra three times and they finally heard other friends, take 
Ms. [name of a person], she teaches you.  

 
Another faculty who taught foreign languages said she was proud of the large 

number of students that desire to succeed. Below is what she had to say, 

I think we have a good number of students that are wanting to succeed. Our 
students are so diverse, not only ethnically as far as origins but age, there’s a lot 
of differences in ages and socio economic background as well. So, we have a 
pretty diverse group, which makes it very interesting because you can take 
advantages, especially with a language class. 
 
Negative characteristics.  Most of the participants in this study expressed their 

frustration at their students’ poor academic skills, and lack of motivation. As one 

participant commented, “I have a strong writing component and if the answers they have 

on the test, their test scores is any indication, most of my students are functionally 

illiterate, pure and simple.” Another participant remarked, “There is a reason that my 

introduction to [name of discipline] students in general, of course, I’m making a 

generalization here, tend to be less academically as well as emotionally immature.”  
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 Another participant who used to teach at the high school said, “I wasn’t initially 

prepared for the under-preparedness of the students at the college the community college 

level.” One participant’s comments reflected certain hopelessness about the problem. 

She said, “And then there’s some that you can’t do anything for.” Explaining his 

assessment of the situation another participant said,  

My observation is that our students in general, have poor reading and math skills. 
They have to read the textbook. So, I make it a point to stress to them the 
importance of developing good reading skills. For example, I find that my 
students often would not read the questions before they begin to solve. I tell them 
please you have to read the question carefully to answer my question not your 
question. Read word-by-word, sentence-by-sentence, then you can solve. 
 

 Socialization During the First Year 

The following themes were reported, atmosphere at the District or college level, 

participants’ feelings, coping strategies, learning about job responsibilities, learning 

about goals policies and expectations, learning about unwritten rules, work load 

demands, first week of classes, adjustments to students’ academic preparedness, 

obstacles to professional success, comparing beginning expectation to actual 

experiences. The sub themes that emerged were procedural ambiguities and 

compensation inequities. 

 Atmosphere at NCCD 

The participants reported specific and situational circumstances. One participant 

said, “I think the atmosphere was umm I guess it was positive I would say. There was 

certain amount of enthusiasm.”  Another participant spoke about a receptive atmosphere.  
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He said, 

When I started here I would say that the atmosphere was very conducive and 
receptive for me coming in as a new faculty member. When I came there were a 
lot of seasoned veteran faculty members who were more than willing to answer 
any questions that I had show me the ropes so to speak. 
 
 Another described the atmosphere in terms of stable leadership. As she recalled, 

“It was good, because the chancellor had been in place for a long time…[name of a 

person] was here when I started.  So he had been here for awhile.  So there was a set 

culture.  It was good.  There hadn’t been a lot of changes when I started.” Another 

participant stated that she was unable to experience the atmosphere because of the lack 

of activities around the District. She said, 

I didn’t really see much District wide atmosphere, because I was here [name of 
college]…. There weren’t too many things where you could see the entire 
District.  Now I went to the new employee initiation or whatever they call it, and 
I went to the first Friday things.  But other than that I was just here. 

 
 Two participants spoke in terms of specific situations at their colleges. One 

described the ongoing changes at her college. She said,   

I think our climate is going through a huge transition right now.  Like I told you, 
leadership changes, we’re not stable.  When people are coming and going, top 
leadership is new and other top leadership is gone and then we’re hearing two 
years and now they are gone and we have an interim.  There hasn’t been any 
stability.  When your leadership is constantly changing around you…. So, 
everyone kind of gets in limbo.  You don’t know who is in charge; everybody is 
in charge. 
 

 Speaking of the many changes that were taking place with the leadership at her college, 

another participant said,  
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In the past our former President liked to have us believe that we are all a big 
family and that we are here to work together and that we all got along. But 
unfortunately, there are conflicts, and there’s always going to be personality 
differences, and there’s going to be different working styles, and different 
teaching styles. And so, there’s always going to be those differences, which is 
not a problem. The problem is not dealing with them.  And um (measured 
response) right now, I think we’ve had a little bit of a vacuum as far as 
administration. 

 
Procedural Ambiguities 

Another participant used a specific incident at his college as an illustrative 

example of what he calls the atmosphere of “blame” which exists at his college. He said, 

Here is what is called the garbage can bureaucracy. It is characterized at times by 
ad hoc solutions to as hoc problems, which results in something called mission 
clash and also err and it also means that if you follow the rules, not a lot gets 
done. I am in the middle right now; I found out today that this one decision that 
was supposed to have been made back in [name of month] the decision is still 
not made simply because of chronic buck passing and transfer assignments of 
blame. And now the result is I am going to catch the blame. 
 
 Another participant said she had difficulty distinguishing between District and 

college procedures, as she put it, “it was just like this huge machine and me trying to get 

clear on what [name of college] does that maybe [name of another college] didn’t do. 

What made a campus individual and what was across the District, just understanding the 

structure?”  

Explaining why new faculty are increasingly teaching more classes, one 

participant mentioned compensation issues, which as she indicated has created a power 

struggle between veteran faculty and new faculty. This participant said, 

  



76 

But I think it’s a power thing; it’s a struggle.  But there’s not enough new faculty 
to take over either.  Because there was a drought of hiring, 20 years, then the last 
seven to eight years they have hired like, whoa.  There has been a lot of new 
faculty at every campus.  I think that is scary.  Then there is another issue, a big 
one–the money.  A lot of the veteran faculty that were here when [name of a 
person] was here, they used to get merit raises, so their salaries today are, whoa, 
right here [pointing up].  You know newer faculty coming in and their salaries 
are here [pointing down].  We don’t have anyone in here really.  What’s 
happening is the newer, not necessarily age-wise, just newer in the higher Ed., 
here, they have families, they have kids, they have husbands, wives, lives.  They 
can’t live on the salary.  It doesn’t pay.  So you either need to work, teach seven 
classes, like the guy that just stuck his hand in here, he has a family, two kids.  
He was hired after me.  He teaches seven classes.  Sometimes in summer he was 
teaching at [name of college] because that school is actually closer to his house, 
teaching during the day for formula pay and then going to teach…for more 
money.  

 When asked to elaborate, this participant suggested that some at the District are 

unsympathetic to the economic plight of new faculty. Below is what she added,  

 
Even the board of the District, sometimes, you know, I’ve heard comments that 
anyone working in a community college should be just thankful that they have a 
job because they say there are people waiting for our jobs, which I understand 
and I agree.  But you need to respect the people that are working there, value 
them.  And you can’t, pat them on the back but how often do you hear that?  All 
the time, right probably not? So pay them in other ways.  We had a discussion 
here, our faculty… the Faculty Association. They are going to lose the newer 
faculty.  They are not going to stay around for 30 years and 35 years like the 
veterans have because they can’t afford it.  You can’t raise a family of three kids 
on the salary; it doesn’t work. Mama’s got to work and everyone has to work.  
So it’s hard, then if you want to go to graduate school, that’s another whole 
story, paying for graduate school.  
  

Participants’ Feelings 

The positive feelings reported by participants were excitement, empathy, 

confidence, anticipation, and acceptance. Explaining how it felt to be accepted by 

colleagues, one participant who came from the high school said, “I can’t say that anyone 

was not receptive to helping me.” Another also coming from the high school described 
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her feelings this way when she realized that she has been hired. “Then you get all 

excited because you are real.  I always said I wasn’t real.  My colleagues are like, you’re 

real.”  

 Another participant said he felt empathetic toward the students because of 

similar life experiences he shared with students as an ethnic minority.  He said,  

The first thing that sticks out for me among several is that I am a first generation 
immigrant…and so I think that allows me to experience some empathy for some 
of the issues that a lot of our students, not just those from Latin American 
countries, but I think from various nations that come here. 
 
Another participant who did not come in as a Visiting Scholar spoke of feeling 

confident because of having a strong academic background. She said,” So I have a really 

strong background in mathematics and I think feeling really confident and comfortable 

in your field is necessary to be a good teacher.”    

All seven participants reported that they experienced negative feelings during 

their first year. Frustration, insecurity, fear, anxiety, uncertainty, inadequacy, isolation, 

stress, overwhelmed, unappreciated, exhaustion, and self-doubt were some of the most 

reported negative feelings.  

Four of the Visiting Scholars described their period of transition from Visiting 

Scholar to full-time faculty as one of isolation and separation. One math faculty 

described being scrutinized after her Visiting Scholar contract ended. Below is what she 

said, 



78 

Yeah, I was isolated.  It was like…if you get it great, but if you don’t, eww…. 
You get a letter of termination at the end of Visiting Scholar.  So even if you are 
going through the interview process you are still like, well, you are terminated, 
get out of here.  See ya.  It’s a letter and it’s not very nice…so basically that’s a 
break in service.   Even if you do summer school, you get adjunct status.  You 
broke service.  People watch you like a hawk.  What are you doing?  Where are 
they?  The whole campus watches you…it’s too much.  They watch all your 
moves.  So in your workgroup they watch you, but the campus they watch you 
too.   It can be scrutinizing… You learn and watch and try to fit in or you just do 
whatever you want to don’t worry about it. There were some people who didn’t 
worry about it and guess what?  So, it’s part of the game.    
 

 Another expressed feeling exhausted and overwhelmed because of the amount 

of work he had to do. He said, 

I was like a fish out of water. I was eager to please. I found that I couldn’t say no 
to all sorts of different project…and as a result I ended up taking on seven 
sections my first semester teaching full-time. I was over worked, took on seven 
sections, I found myself sponsoring five clubs umm it was umm it close to 
worked me to death umm and so umm so those so one of the principal feelings 
was exhaustion. I sat on several search committees kind of that was standard for 
Visiting Scholars to get an idea of the interview process, but I am not sure if it’s 
really a sound way to committee assignments in retrospect, but I had several 
committee assignments, I had umm, I had these five clubs that I was 
sponsoring…  
 
 Another participant describing a similar feeling said, “You know when I said 

twenty percent of the people are doing eighty percent of the work, and when you step up 

you are always getting, you know, “put [mentioned her name] on this committee 

because she’ll do it.” So but I was feeling a little overcome with having so much to do,” 

Two of the participants who had never taught at the community college, said they felt a 

great deal of uncertainty coming into a new environment. One said, 
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I think one of the feelings I had initially was that of uncertainty…a big issue for 
me has always been productivity efficiency and so wanting to know since I came 
from a different arena if what I was doing was making a difference and being 
effective if I as an instructor was being effective in the classroom at this new 
level of learning environment.  
 
 Five of the participants were Visiting Scholars prior to becoming full-time 

faculty. All five stated that they experienced a great deal of stress. Three indicated that 

their stress was due to uncertainty that stemmed from the lack of direction on how to do 

their job. Having never taught at the community college before, they said they expected 

more supervision and direction. Instead, they were left on their own. One of them said, 

“I would say my first semester I really was unsure about that.  I think it was a result of 

all the stress and it began to impact my family life, my home life, my personal life 

because I was spending so much time preparing myself to do this job.”   

Another participant expressed that his Dean was the source of the stress that he 

experienced. He stated that even though he had some community college teaching 

experience as an adjunct, he felt that his Dean failed to provide him proper guidance, 

disapproved of his work efforts, and made his transition difficult. He was convinced that 

his Dean was looking for a reason to terminate his employment. He recalls, 

One thing that was a surprise to me was the Individual Action Plan (IAP), the 
system, the evaluation system for full-time faculty is different from the way it 
was for adjuncts, and the Individual Action Plan as I filled it out I was 
completely confused because I really got no preparation for it. I had no guide and 
I looked at this and it was due by a certain date, and I was trembling, and 
stressing out about it and I looked up at [name of another faculty] and I said, and 
she looks at me and she said are you doing okay? And I said I am a little stressed 
actually and she said what is this and I said it’s about this Individual Action Plan, 
she goes oh, that. What sort of questions do you have… and I point blank asked 
her, how do I fill this out so that I don’t get fired? 
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 Coping Strategies  

Participants reported that they used various coping strategies. Some reported 

using personal, or social, or a combination of both strategies to deal with their negative 

feelings.  

Personal. One participant’s personal strategy was to ignore it. When asked how 

he handled an unpleasant encounter with his Dean, he replied, “I didn’t.  I simply 

ignored them and went on, I was just moving on saying, just trying to do my job. I guess 

that’s a way of handling it, it’s a form of coping mechanism, just trying to do my job, to 

do what I am supposed to be doing.”  

Another participant‘s personal coping strategy was relying on family and 

colleagues. His explanation follows: 

There were some personal ways of dealing with it.  For example, my wife was 
also transitioning into a new type of career so we would use each other, not as 
therapists, but we would use each other as support.  That greatly helped.  Aside 
from that it really helped me to find one or two colleagues with whom I could 
share comfortably my struggles.  People who I knew I could talk about my lack 
of confidence at the time without feeling judged by them.  I think that gave me a 
great amount of support. 
 
Another participant said he relied on a variety of personal and social coping 

strategies. He reported that his Dean and students gave him personal support and that he 

relied on members of his VOE cohort as his social support system.  He recalls,  

Even though I had to go through an alternative certification at the high school, 
but there was always that question or a feeling of uncertainty… I went to my 
Dean, basically asking questions and shared my concerns, saying I know there’s 
going to be an evaluation at some point in time…but uh this is what I am doing I 
like to know what do you think about this?  
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 This participant mentioned that during his first week of class he allowed himself 

to be vulnerable with his students. He them, “I know what I know and I know that I am 

smart enough to know that I don’t know everything and that we are going to learn from 

each other.” 

Social. One participant explained how members of his cohort used e-mails to 

regularly check on each other as well as provide support for one another through the 

District’s social gatherings. He said, 

We actually developed a bond in one of the activities of the course, learned each 
others names and we still e-mail and when we have District conference day we 
make a point to kinda get together just check to see how things are going ugh 
questions about you know what’s going on in the classroom or District wide 
umm e-mails and that was really the first opportunity for me to develop 
relationships with faculty members outside of my college other than that there 
were a couple I knew because of the...program there. I worked with at, but 
outside of that I had not forged a relationship until my first year that I went to 
District conference day I really didn’t know a lot of faculty outside of [name of 
his college] but after the program it was like the District became smaller because 
I had another network of people that I can call on. 
  

How They Learned About their Job Responsibilities 

All seven participants reported that they relied on a variety of sources to learn 

about their job responsibilities. They also reported that some of their sources were often 

unreliable and that their Deans proved to be their most reliable source. One participant 

said,  

Sometimes I would start with asking a faculty member and if I didn’t feel as 
though I was given a very confident response, then I would go above that person 
just to make sure that what I was being told about some protocol was accurate.  I 
felt very comfortable speaking to the Dean.  I guess I’ve been through three, four 
Deans now.  With all four of them I’ve felt perfectly comfortable asking 
questions.  
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Another participant had this to say about the source of information relating to his job 

responsibilities: 

I must admit it was a little vague…as it relates to if you know if you hit 100 
students in the program or 200 students in the program or 300 students in the 
program this is what success is going to be or this is what equates to a 3 year 
contract versus a 1 year contract. The program evaluation process was not as 
clear … particularly for the technical programs that’s been and still is somewhat 
of an issue in defining what the model program looks like as far as expectations, 
from the percentage of enrollment increases to percentage of completers.  

 
How They Learned About Goals, Policies, and Expectations 

Many of the participants reported that there was no clear-cut way that they 

learned about goals, policies and expectations. Instead, they relied on a variety of 

sources. Some learned from their predecessors; others learned from talking to 

colleagues, others said they learned through the grapevine, others said they learned by 

becoming officers in Discipline Associations.  

Most indicated that they did not have access to the faculty manuals and some 

said they learned during their 4th Friday sessions at the Visions of Excellence 

orientation. Only one participant stated that she learned about goals through her mentor 

and during their workgroup meetings and for policies she gave credit to her Dean. She 

said, 

I learned about expectations at the workgroup meetings.  I could observe them 
there.  Goals, goals probably from the workgroup meetings, and when I was 
mentored.  That’s how I learned about that, policies, probably from my Dean.  
They have a faculty handbook but no one really reads it.  It’s online.  I think it’s 
updated now.  But probably from my faculty, I learned about that.  
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Another participant said, 

I would come upon a problem and in solving the problem I would have to ask 
around. So it was really experiential learning.  Yea, so just talking to people, and 
I was full of questions in the beginning. I would ask questions and I remember 
that the answer that I got a whole lot was, “its history” or that “the issue has 
more than meets the eye.”  Because I would question something and they would 
say, “Oh that’s old history here.” So I had to figure that out and find someone 
who felt comfortable enough in sharing the details. 

Two of the participants attributed the source of their knowledge to having been 

adjuncts at other colleges in the District.  One of them had this to say,  

 
I think the biggest help was the fact that I had already been an Adjunct at other 
colleges in the District. So, I kind of knew what the goals were. Also, because I 
knew folks, I was invited to attend the District’s Discipline Committee. And so 
that did help me see other folks and work with them.  
 

 Another participant giving a similar explanation said,  

I learned about them from talking with [name of a person] we talked a bit. When 
I came here I learned about the goals and policies… I already had an idea thanks 
to [name of a person] and I simply transported those goals and policies over as 
such from there to here. I learned about other goals and policies when I became 
the District representative, not just the [name of discipline] representative but the 
District Academic Curriculum Committee. I found this whole constellation of 
other requirements, and other mandates and other recommendations, other 
assessments and things that I wasn’t really aware of. 

 
 Policy ambiguities.  Another participant who taught in the vocational technical 

discipline spoke about the confusion within his program because of misaligned 

expectations between the Advisory Committee and the leadership at his college. He said, 

The lines are unclear between what the Advisory Committee’s role is, and what 
the policy role is for expectation of the program. I think on the one hand from a 
technical program standpoint the college, or even the District pretty much leans 
on the Advisory Committee to tell us what we need to teach, what industry 
needs, what the demand is, whereas as far as setting the policy for you know, the 
set number or the magical number of enrollments or completers… there are no 
uniform guidelines. 
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How They Learned About Unwritten Rules 

Many of the participants indicated that they found out about unwritten rules the 

same way that they did with goals, policies and expectations. One participant said,  

Same way; well, you know sometimes we find out about unwritten rules through 
just the grapevine and again, I’m always, I think quite cautious about making 
sure that it’s not just a rumor and that the procedure here is not just something 
that somebody made up along the way. 
 
Another participant stated that he used the lead faculty in his discipline. “Yeah 

there are two different sources that I used, one of them was from the lead faculty, and 

the other was from my experience in being part of this committee.”  

Another participant indicated that she found out through observation. She said, 

Observation, that’s what I did a lot of my first year, observing.  You can learn a 
lot by observing.  Keep your mouth shut and just watch.  Watch what happens, 
what are the consequences when someone does this or what are the 
consequences, when they do that?  That’s how I picked up on it.  Then you 
become a quick study, observing. 
 

 First Week of Class 

Most of the participants reported having both positive and negative experiences 

during the first week of their classes. One participant who had taught as an adjunct prior 

to his first week as a Visiting Scholar said, he was both excited and exhausted at the 

same time. As he recalls, 

They were not all that different from umm from my first week of classes as an 
adjunct instructor… there were more of them, I had seven classes, I was 
exhausted I was all over the all over the schedule and I was umm and like I said I 
was generally eager to please and was really excited about being here on a full-
time capacity, learning new stuff. 
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One participant spoke in terms of how she overcame a credibility challenge. She 

described an encounter with her students who at first did not believe she was their 

teacher because of her youthful appearance. The following is her account of events 

during her first week of classes: 

It was weird.  Especially when I walked in they were like, whoa, you are our 
teacher?  How old are you?  You are teaching us?  That was weird…then after 
they heard me they were like, oh, okay.  She knows what she’s doing….  I’ll tell 
them I am the teacher and they will go, or they will tell me at the end of the 
semester when they are comfortable.  They are like, when you first walked in and 
you had your pink backpack or black backpack and you were rolling it around 
they are like, she’s our teacher? They are like–she’s our teacher. They will tell 
me.  Yes I am.  Let’s get started.  It’s good.  Start taking out your books and let’s 
go. 
 

Another participant recalls feeling anxious during the first week. He said, 

The first week of class I think there was a lot of anxiety but it wasn’t so much 
about what was going on that week.  The anxiety mostly came about how the rest 
of the semester was going to unfold.  The first week is primarily, and it still is, in 
fact I conduct my first week of class almost identical to the way that I did five 
years ago.  It’s about getting to know the students and the students getting to 
know each other.  It’s a social science class so it’s very crucial, it’s important for 
that to take place in order for us to effectively discuss the issues that we discuss 
in the social science class, [name of discipline] class… 
 
 Two participants described their first week using only positive characteristics. 

They did not come in as Visiting Scholars and have been teaching for several years prior 

to joining the District. One of them simply stated, “It was great! That’s the best part of it 

is I get to work with the students. The other echoed support. She said,  

In the classroom it was great. I’d been doing it, for what, 12 years, if you count 
part-time, 13, 14 years. So in the classroom everything was just great.  It was 
those extra duties that were – the first week was very difficult because we were 
having a big enrollment and I was supposed to be adding sections hiring new 
teachers, and it was hard.   
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Two other participants described unfavorably their first week of classes. One 

participant said, “I was nervous. The first class, I prepared for 3 hours of lecture, but 

could not even get through half of what I prepared.” Another participant said, “The first 

day or first week of class was a little nervousness again because of kind of what I was 

sharing about not sure if what I was going to be providing was adequate for what they 

needed.” 

 Adjusting to Students’ Academic Preparedness 

All the participants interviewed for this study indicated that their students lacked 

college level skills. They all maintained that lowering their standards was not an 

adjustment that they made or were willing to make. Three of the four participants who 

had prior teaching experience at the community college said they did not make any 

adjustments because they were already familiar with the students’ lack of college level 

skills. One participant who had prior adjunct teaching experience said that he made 

some structural adjustments as a result of knowing what to expect from his students. He 

said, 

I came in with open eyes, knowing what to expect, the kinds of structural 
adjustments I needed to make. I found that I, I have to, I actually ended up 
having to tap formative assessments much more frequently that I ever thought I 
would do and I also disguised those formative assessments as summative 
assessments. Because sometimes those formative assessments have to become 
summative assessments like this quiz bank that I have over here [pointing to it] I 
have twenty quizzes sitting in front of me and umm I didn’t start doing this until 
I came to [name of college] because of the academic preparedness level dropped 
precipitously from [name of another college] to [name of college] and had to 
make some adjustments some necessary adjustments and adjust my teaching 
style, adjust my approach to the discipline. I did not lower my standards at all. 
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All seven participants in this study acknowledged that their students are 

underprepared for college, and all seven participants admitted to struggling to find ways 

to reach their students. One participant lamented that his students often failed to take 

advantage of opportunities that could increase their chances of success.  He said, 

That’s something that I think I’m still struggling with…. Something I always 
attempt to do as much as possible is to meet with students individually to assess 
at a deeper level their readiness and to individually address their needs.  But a lot 
of times students just don’t follow up.  In fact they miss appointments and so 
forth.  And that tells me something.  I almost hate to say this and especially in 
front of the recorder, but the longer I’ve done this the more I’ve come to the 
conclusion that, I think when I first started, I really wanted to believe that every 
single student in that class had the commitment level and ability to be a college 
student but not realizing that that may not necessarily be the case.  That’s okay 
and I’m okay with that….  But I’m okay with accepting that not every person 
that I see in my classroom is necessarily college material, now, right now.  So 
I’m again very open to the idea that they may be at some point. 
 
Surprises. Two of the participants who had never taught at the community 

college prior to joining the District were the most surprised at the level of skills of their 

students. One participant said he was shocked to discover the extent of his students’ 

under-preparedness. Below is what he had to say, 

One of the other challenging things that I had to deal with at the community 
college level…was not knowing what to anticipate as far as level…when I 
received my first papers back as an assignment ugh grammatical errors you know 
syntax errors things that I had taught my high school students to do that I thought 
we were way beyond at the community college…. In a lot of respects I had to 
come in and I wouldn’t say dilute but change my method of instruction.  
 
 Another participant said she employed a variety of strategies which included 

mental relaxation, slowing down her presentation without loosing any rigor of content, 

making more frequent use of practice and homework assignments, and conducting test 



88 

reviews before each test.  She said she employed an unorthodox strategy of ‘turning the 

tables’ on her students.  She recalls, 

I tell them, I say, y’all I’m doing my job, now you need to do your job.  Your job 
is to do your practice so you can show me your stuff on the test.  Like when we 
review for a test I’ll say, okay, I’m done.  I’ve showed you my stuff, now you 
show me your stuff.  I put it in reverse.  It’s a two way street.  It’s not just me.  
It’s them too.  See, I think some of them like that.  They try to live up to it.  If 
anything I get some of the students that want to impress me.  So they, whoa, I’m 
going to show her.  So they get mad if they get a B.  85?  What?  It’s almost the 
reverse effect.  I’m going to impress her.  You know like when you want to 
impress your teacher. 
 

Obstacles to Professional Success 

Several of the participants in this study reported experiencing obstacles that 

impeded their success during their first year. One participant reported that the obstacle 

she faced was working on her masters and teaching a full load at the same time and as 

such was unable to fulfill some of her non-teaching responsibilities. She said, 

So I was divided mentally.  It was like I had to be 100% here, you know you 
want to prove yourself if you’re new on the job and you have these classes, do 
this, you want to make sure they are proud they chose you as full-time faculty.  
But then I’m going to school every night.  And you have to study and do 
homework and, probably that.  I wasn’t on a lot of committees my first couple of 
years. 

 
 Another faculty stated that the lack of collaborative support from her colleagues 

and her Dean’s inability to provide effective direction were the main obstacles to her 

success during the first year.  Another participant indicated that not having a discipline 

specific mentor was an obstacle. He said, “I wish I would have had a mentor who had 

taught in my discipline at the college but because of the age of the nature of my program 

that didn’t occur.”  
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Another faculty spoke of how the additional administrative responsibilities were 

major inhibitors not just to her success but also to her students’ success. She put it this 

way, 

Being department chair, it took so much of my time I felt like instead of me 
being the best teacher in the Math department, sometimes I might have been the 
worst, because of the time constraints and doing the administrative duties too. 
Where you know just drawing together something for the class -- you know I can 
just wing it in the classroom, I can work with problems, but it’s so much nicer if, 
you know, you can devoted a little bit of time and make some plans and have a 
little handout ready, or see some things that can be combined or what needed to 
be elaborated on.  Because sometimes I think my students got the short end of 
the stick those three years that I was department chair. 
 
 Another participant expressed a similar feeling regarding taking time out of the 

class to carry out administrative and coordination duties. He said, “I would not have to 

take time out of my classroom to do those.” 

First Year Workload Demands 

The sub themes that emerged from this section were overwork, undefined 

expectations and unequal assignments. Six of the seven participants in this study 

reported that they were negatively impacted as a result of the heavy workload during 

their first year. Most of them taught more than five classes.  Full-time teaching load is 

four or five classes.   

Many of them stated that they also had administrative or non-teaching 

responsibilities. Many of the participants including those that were teaching for the first 

time reported that they did not receive proper guidance as to their job responsibilities.  

The following comments are illustrative examples of the way the participants described 

their workload.  
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One participant said concerning workload demands, 

It was heavy [loud laughter] as I have shared I think I had to develop at least 
five, maybe six, new courses from the scratch and having not taught at the 
college level…it was totally different and it took some time just to…to get my 
feet wet and to understand the process. I would just say the other challenge of 
that is not only was I a full-time faculty but the other side of that is I was coming 
in as a program coordinator, so not only was I not totally sure about what I was 
supposed to be doing [soft chuckle] [embarrassed facial expression] I know 
faculty is supposed to teach but I was also uncertain about exactly what I am 
supposed to be doing as a program coordinator. 
 
 Another participant indicated that she took work home and sometimes came 

back to the college on weekends to continue on her work. Speaking of the unfairness of 

work load and assignments during her first year she said, 

Yes, (referring to taking work home) I wouldn’t always work on it at home, but I 
would take it -- and I finally –I don’t take it home anymore, I’ll just come in 
Saturday – come up here, cause I don’t work well at home.  Yea, and I was 
keeping track of my hours on my calendar and sometimes I was working fifty 
hours a week, where another faculty was working thirty.  
 

When asked if the 50 hours was just for teaching duties, she replied,  

Administrative plus the teaching, right, for a 30-hour faculty week. I guess with 
the two overloads that would have been 36. Yea, and worse at the very beginning 
of the semester, you know, the return week, and the first week of classes when 
there are all the add/drops and schedule changes, and hiring teachers…things 
kind of settle down toward the middle of the semester. 

Another participant reported that his workload in the first year interfered with his 

recreational activities and home life. This is what he had to say, 

 
Constant, it was nonstop, every evening, Saturday, Sunday.  I remember, I enjoy 
watching sports and I’m a football fan and I remember on Sundays I looked 
forward to watching one football game and then heading to the library.  I don’t 
do very well working at home.  In fact to a certain extent I choose not to work at 
home.  That’s something that I’ve decided personally that I think it’s good for 
my personal and family life to not bring work home with me.  So when I do, I 
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will often leave the home and I will go find a library somewhere to do that.  My 
first year, I was doing that continuously. 
 
One participant reported that her college made allowances for her to just teach 

classes during her first, but she still taught an overload. She said, “I taught six classes.  I 

didn’t start getting on the search committees probably until about the second year, third 

year.  Then I started getting smart and started only teaching five classes.”  This 

participant said that coming from the high school she didn’t see there would be a 

problem in teaching that many classes. She recalls, 

Coming out of high school I was used to teaching six block schedule.  You had 
four and four.  So six coming here, I was like, what’s the problem but then the 
committees and this and that, I started realizing, whoa, whoa, you can’t do all 
that.  It was crazy.  Every class had 36 students.  It’s too much.   
 
Only one participant in this study characterized her workload as adequate and 

fair. She nonetheless stated that she did not like her teaching schedule. As she recalls, “It 

was fairly reasonable. I didn’t like the fact that I had to teach an evening class, because I 

have a 2 month old. So, that was kind of difficult.”  

First Year Expectations Compared to Actual First Year Experiences  

When asked how different their first year was from what they expected, many of 

the participants indicated that their first year was much harder than they anticipated. 

Several said they did not expect to be involved with so many non-teaching duties. One 

participant said it was both hard and easy at the same time. When asked to explain what 

he meant, he said, “On the one hand it was a little bit more challenging than I had 

originally anticipated because of all the aspects of coordination…. On the other hand, I 
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was expecting more of an over-prepared student and received more of an under prepared 

student from that standpoint, it was easy.”  

Another participant who had previously taught as an adjunct faculty at two of the 

colleges within NCCD said there was not much difference. He indicated though that he 

was surprised at the full-time evaluation process. “One thing that was a surprise to me 

was the Individual Action Plan…the evaluation system for full-time faculty is different 

from the way it was for adjuncts...” Another participant recalled, “The teaching was 

exactly what I expected, classes, office hours…so there was nothing different about the 

teaching it was the department chair thing…even after they asked me and I accepted I 

didn’t think it could be that time consuming or that crazy.” 

Coming from the High School environment, one participant remarked that she 

didn’t expect so much independence at the college. She said, 

Then you come do your thing and then you go back.  That was different, weird.  I 
think you have freedom and you come back to your office or wherever and then 
you do your thing and then leave.  Or you go to your meeting.  No one is 
watching you.  Everyone is running like a freak, whatever.  So you just do your 
stuff and then you come together when you need. 

 
 Another participant said she was surprised at the level of conflict and lack of 

collaboration among faculty. She explained,  

I thought I was going to have a lot more collaboration and much more pro-
activeness. Instead, I found a lot of roadblocks. It was a lot more frustrating than 
I anticipated. I knew that anytime that you go into academia; you know there’s 
going to be the prima donnas. 
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The Visions of Excellence Orientation Program  

In this section, the participants reported their perceptions and experiences with 

the Visions of Excellence orientation program as they transitioned into their new roles as 

faculty. The major themes reported in this section were level of administrative support, 

program likes and dislikes, program sessions and activities, value awareness, value 

conflict and teaching strategies. The emergent themes were the retreat, relationships, 

connectedness, classroom management, peer learning, peer support, bonding, social 

networks, technology use, hiring practices, unawareness, and fear. 

Six of the seven participants reported that the program highlight was meeting 

other participants from other campuses and establishing connections.  

Relationships. One participant put it this way, “to meet the other folks on the 

other campuses, to see the other campuses and to see how the District worked and to 

become a little bit more familiar with the history.” Another participant echoed support 

and said, “I would say just being able to build new relationships with other new faculty 

to enhance the orientation that we received at the District level at each of the sites within 

the system learn what the programs were there.”  

Another participant said, “I am energized around people…. Getting to know 

other people from various colleges in the District, that for me was the highlight, just 

learning from those interactions.”  Another participant echoed support. She saw the 

program as a way of making connections with others around the District.  She said, 
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I think being able to meet people from other campuses. Not only was I able to 
meet people teaching Math at other campuses but just people, you know, like I 
said my peer group did not necessarily restrict to Math teachers. So talking to 
people from other campuses, (asking) “how do you do it there, (responding) oh 
really?” you know and seeing that maybe some thing’s could be changed, other 
campuses are doing it one way, why can’t we change? So the interaction and the 
collegiality of interacting. 
 
Classroom management activities. Three participants spoke very fondly of the 

activities. One participant said,  

My first year, some of the highlights were the true colors workshop. It is 
probably one of the most useful umm that is a terrific workshop. It’s a little too 
short for the amount of the material that needs to be covered, but it is a terrific 
workshop.  
 
Another participant echoed support when he said,  

there were some very interesting topics such as mm such as learning how to 
manage the classroom better, things such as personalities of the students as well 
as of yourself as the faculty, how that relates to how you deliver the content.  

Another described in details the workshop. She said, 
 

We did an activity about learning styles.  What are your colors, you know, you 
figured out what you were…. I’m gold.  My students are probably orange or 
blue.  Blue is touchy, feely.  Gold is very organized.  I’m gold.  A lot of people 
are blue.  Not me.  So it’s weird.  You know, you do your letters, if you’re an 
LPOG. 
 

The retreat. There was a general consensus among the participants in this study 

that the retreat was their most enjoyable aspect of the program. They all spoke about the 

retreat using positive descriptors. One faculty reported that he liked the retreat because 

its timing did not interfere with his teaching schedule. He said, “There’s a retreat that 

they had at the beginning of it which was good and it was during I think it was during 

none school time.”  
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Another participant said of the retreat: 

The retreat had certain strengths that you just can’t get through any other means 
and that is the meeting of colleagues from around the District knowing who your 
brothers and sisters are in the District, in your discipline, in the way that the 
discipline is and that kind of camaraderie, that cohort experience that you get 
from that retreat, there’s no substitute for it. That was a real highlight. 

Three participants stated that they did not like the program’s focus on teaching 

pedagogies.  

 
Curriculum focus. One participant said that the program coordinators assumed 

that all the participants were novices and as such directed most of their efforts in 

classroom management technique. Below is how she describes it:  

There was a certain amount of assumptions that were made about our new 
faculty, that we didn’t know how to teach, that we didn’t know how to manage a 
class, that we didn’t know how to teach to a diverse group and I thought it was a 
little bit patronizing, quite frankly. Some of the curriculum of the Visions of 
Excellence, I thought it was um… I had a lot of experience on classroom 
management as a 1st grade teacher and as a teacher in other ways. So, I thought 
that was a waste of time, quite frankly. And in some ways some of the classes 
were a waste of time. 

Another participant who had a similar reaction to curriculum said, 

  
As far as the content, a lot of the psycho-social aspects of what was being 
covered; a lot of those points were not anything that was all that helpful to me… 
I would have benefited much more from something a little bit more content 
specific.  In other words, a program that would have more specifically addressed 
[name of discipline] so that if we had an orientation program that was broken up 
into disciplines, I guess that’s what I’m trying to say.  So rather than a general 
new employee, new faculty orientation, I think a discipline specific orientation 
program would be much more effective. 
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 The level of administrative support. The level of support participants received 

varied within colleges. Some participants reported receiving full support and others 

reported receiving no support. Two of the participants in this study indicated that they 

did not receive any support from their administrators to attend the once a month meeting 

for the Visions of Excellence orientation program.  

One expressed that his immediate supervisor was unaware of the purpose of the 

Visions of Excellence program. Another participant described the support he received in 

terms of support they gave one another as members of the same cohort. He said,  

We all felt like we are in this together, there is a real cohort effect. I still 
[laughter] talk to [mentioned the name of a colleague] and [mentioned name of 
another colleague] is two doors down from me [mentioned the name of another 
colleague] was in my cohort and umm it was nice to see familiar faces and they 
were able to support me the entire time that I was in VOE. Some of my cohort 
like [name of a colleague] up at [name of college] he was great, we sometimes 
we felt like it was something we really, really enjoyed and sometimes we talked 
about it like this was something we were suffering through so we can qualify for 
the same award later, later found out that was not the District policy about 
making VOE a requirement, or prerequisite for eligibility for a 3-year contract 
and that might actually have been discussed at the faculty association convention 
I am not sure. There may be some serious questions about that because of 
District policy. I think VOE is useful. A lot of support did come from the cohort. 
 

 When this participant was pressed for details regarding level administrative support he 

replied, 

Absolutely none, none whatsoever…. When I was at [name of a college] I am 
not even sure [name of an administrator] was aware of its existence umm and 
also here [referring to his present college] there are facets and key players on this 
campus that aren’t aware of its existence as well. Something went wrong with 
communicating the Visions of Excellence program to the campuses and colleges. 
I am not sure what exactly went wrong but it’s there. 

 



97 

 Another participant echoed support. Complaining about the lack of administrative 

support at her institution she said,  

It was just happenstance that my classes didn’t meet at that time. I don’t think 
there was a lot of support, quite frankly. And that’s something that needs to be 
considered when folks are being hired. They need to make sure that they have 
that time frame. The other thing that I found disturbing is the fact that at some 
institutions, some of our colleges, new faculty were getting release time to attend 
Visions of Excellence, whereas many of us were not given that time. So, we had 
to teach, fulfill other responsibilities in addition to that. 
 
Another participant reported that her college made no special effort for her to 

attend. She said, “When I was attending VOE, we didn’t have classes on Fridays, they 

didn’t even have to support it.”  

Four participants reported receiving full support from their administration to 

attend the Visions of Excellence orientation program.  One participant described how his 

immediate supervisor made it very easy for him to attend the monthly 4th   Friday 

sessions. He said, “Full support. Dr. [mentioned the name of a person] will always ask 

me would you be there on Friday? And I always said yes. My Dean would say don’t 

worry about time or your work here just go. So, everybody gave me total support.”  

Another participant echoed support. She expressed that she was able to 

participate in one of the rituals of the orientation because of the administrative support 

she received at her college. The following is her recollection:  
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The 4th Friday monthly sessions. Participants described the sessions favorably 

using positive characteristics. One described it as a bonding experience. The following is 

her recollection, 

Well they were Friday afternoon, usually after lunch so we all came in after 
lunch and we sat in a big group, like a big meeting room and then [name of one 
the coordinators of the program] would speak or someone else would speak and 
then we would split up in little groups and go to different learning things.  It 
would have a lot of veteran faculty…about learning styles or retention issues, 
even technology issues.  Technology, you know, all my classes are becoming 
very popular since I first started.  Do you realize that I’m teaching an online class 
now [she asked in amazement]?  When I first started I would have never 
dreamed that.  I teach online…. Then we had a week retreat where you spent the 
night and that’s when you bonded.  That’s where I met some of my closest 
friends. One of them was my roommate and we stayed up the whole night 
giggling.  We were tired, but that’s okay.  But a lady from [name of a college] in 
Canada, she came and taught us.  She was really fun, you know.  It’s just 
bonding. You get away from work. You don’t have responsibilities because you 
are required to be here so you just have fun for a week.  I know that sounds 
weird but it’s like none of the stress you had to deal with.  We didn’t check or 
email or anything. 

 Another participant said,  

 
They were very energetic believe it or not for a Friday…the content was good; 
the presenters were great. I was very impressed with a majority if not all the 
sessions that I went to and actually looked forward to going to the sessions. 
 
One participant spoke about the sessions in terms of relationships and 

interactions. He said, 

Well, again, for me the most valuable part of the sessions was relating to and 
learning from other people, both those that have much more experience in the 
college setting as well as those that were in the same shoes as I was in going 
through the program.  So for me that was the most valuable part of the program. 
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Values they became aware of through VOE participation. Three of the 

participants were unable to identify any of the values of the District. Two of them 

indicated that they did not know the answer or did not understand the question and one 

said that because she has been at the District for a long time she couldn’t recall any 

values that she became aware of as a result of participation in the program.  

 Two participants reported that the program made them aware of the District’s 

focus on student success as one of its values. One participant explained,  

I think it did allow me to become more convinced that even at the college level 
that we really care about these people that we are educating.  I really think it 
helped to give me a better sense of that.  I sensed it from the people that ran the 
VOE as well as from the people in the program. 

Another mentioned student and faculty diversity as one of the values that she 

became aware of as a result of her participation in the program.  She said, 

 
I have a hard time with this one.  Well, they value student centered…basically 
they value students.  Diverse students, they know the District is diverse, 
therefore we need to meet the needs of the students whether by classes, the time, 
offering place.  We need to help them whether it’s in technical programs or 
transfer classes.  That’s about it.  There’s more but that’s the biggest thing.  
Diverse student body.  I really think through Visions of Excellence, in hiring of 
new faculty and Visiting Scholars are really trying to promote having the faculty 
reflect the students.  
 
Another participant stated that participation in the program convinced him that 

the District was committed to faculty development. The following is what he had to say: 

So, participation in the program showed me that the District cares enough about 
its new faculty. It also opened the door for me to develop at the District level, to 
be able to call administrators at the District. So in a sense it was a sign of 
affirmation, we value you to send you to this program and we will make it 
mandatory. I saw that as a sign, as a statement that says, we will help you 
develop as faculty. 
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Another participant put it simply as, “District culture is friendly, helpful, wonderful and 

excellent.” 

 
Values participants found were in conflict with their own. Several 

participants gave somewhat restrained answers to this question. One said he couldn’t 

speak to the issue. Another participant said that even though she had been at the District 

for a long time, she “didn’t move around a lot” to be able to observe any conflicts.  

Two participants reported that they saw no conflict between the values they held 

and the District’s espoused cultural values. One participant answered within the context 

of her teaching discipline. She said, 

I never had conflict with any person….  I know, I can tell you, for example, there 
was a new faculty here…and there is a lot of decisions this District makes and 
this college makes and he questioned everything and it bothers him.  You know, 
now maybe having the early college, high school sitting in psychology class 
where they are showing sex tapes or things that shouldn’t have, that a 13, 14, 15 
year old shouldn’t see, now that’s a belief issue and I don’t think they are quite 
ready.  That’s maybe an issue.  But math is objective, so… 

 
Two other participants spoke in terms of the District’s hiring practices, 

particularly as it relates to the hiring of administrators. One participant reported that 

although she identified with most of the District’s espoused values on student success 

and the community, she did not share in what she referred to as the culture of the “buddy 

system.” She explains, “Well, I think the biggest cultural conflict that I had was the 

culture of you know, the ‘buddy system’ that some folks get into certain positions 

because they know somebody. It was not necessarily a meritocracy; it was more of the 

big ‘buddy system.’” 
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Mentioning his experiences at two different colleges in the District, another 

participant explained that the District’s organizational culture was in conflict with his 

own values of fairness and efficiency. He said, 

I have seen that time and again here and that is the agency culture that I deal with 
and I feel like the lone barbarian nationalist in a sea of garbage canners, that’s 
my experience…basically it was a matter of loyalties and of unit cohesion…. As 
a result, this can differentiate the paranoia, and that was something I had to 
adjust to and I am still, having to adjust to. The way that I look at policy doesn’t 
fit either institution. 
 
Applying strategies they learned from VOE into their classrooms. Six of the 

seven participants described favorably their experience with the sessions on classroom 

management and instructional strategies. Most of the participants reported that they have 

incorporated into their classrooms many of the tools that they acquired as a result of 

their participation in the VOE classroom and instructional strategies sessions. One 

participant’s comment was illustrative of how several of the participants were using 

what they learned to try to improve their teaching. He said,  

I try to incorporate all the assessment techniques, the intellectual competences 
stuff, the exemplary educational objectives, trying to make sure that those 
learning objectives are actually incorporated into my grading structure such that I 
don’t even have the illusion of arbitrariness. 

 

Another participant explained that she has been using classroom assessment techniques 

to engage her students in active learning. She said, 

CATS, classroom assessment techniques, I think, where you do a little problem 
at the beginning or end of class just to get a feel for where the students are.  So 
you don’t wait to do a major test. You kind of take the temperature of the 
classroom as much as you can, so it doesn’t – and at first it’s like, “I don’t have 
time, I’ve got all this stuff to cover.” But you can figure it out. You do learn so 
much by allowing them to do problems in class where you can see where they 
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are right at that point of time.”  Then before the test, you get up to hand them 
things that you marked before the test, and then you can say “you know you 
really didn’t answer the question” that way they don’t make that same mistake 
on the test. So, I think it was to generalize more, don’t lecture the whole class 
period.  Do something else; make the students get active. It keeps them awake. 
 

 One participant said he was able to make use of technology in his teaching as a result of 

knowledge gained from participating in the Visions of Excellence orientation. Below is 

what he had this to say,  

I would have to say again umm some of the classroom management strategies 
ugh utilizing different resources…as far as technology, the use of it in the 
classroom some of the skills the tit bits from the seasoned faculty members as it 
relates to basic course skills such as Bloom’s taxonomy, testing making up 
different types of test making sure that you’ve got a good strong evaluation.  

 
 Another participant revealed that she has been using what she learned from VOE to 

improve the design of her courses. She said, 

In fact where that I am applying that is in coursework design and also 
participating in the learning outcomes assessment and initiative. So, the fact that 
we think of the learning outcomes, we design or select activities that are going to 
help the students obtain this and then go about different types of assessments 
whether it be formative or summative assessments, find out if they are doing it, if 
they are learning it and then taking that, what you are learning from that and then 
bettering your program. 

  

Another participant who had never taught at the community college prior to joining the 

District stated that she has incorporated many of what she learned into her classroom 

including teaching online. The following is how she describes what she has been doing: 

The best practices for students, whether it’s using the math lab, you know the 
tutorials.  That’s a best practice.  What can help them retain what they are 
learning?  Another one is the learning styles.  If we use, in college algebra, the 
graphing calculator, my kinesthetic learners love it.  Oh, because they are 
touching something.  They are hearing me.  They are seeing it visual, but they 
are also touching a toy.  Some of them are scared of it at first, but they love it.  
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Some of the other ones, like syllabuses, we a math department, we do 
that…online, learning e-campus, you know, that was one, technology.   

 
One participant who was critical of the program’s emphasis on classroom 

management and instructional techniques, when asked what pedagogies he incorporated 

into his teaching, replied,  

 I don’t know anymore.  If you had asked me four or four and a half years ago I 
think I would have been able to answer that because at this point I’m no longer, 
we learn to do what we do based on a lot of different influences and experiences.  
So what have I directly incorporated from VOE into my classrooms, I don’t 
know. 
 
 Two participants were somewhat critical of what they considered to be a narrow 

focus on classroom management. They recommended ways to improve the sessions. 

One participant suggested that the sessions need to tailor the activities to individual 

faculty needs to avoid presenting superfluous information to already experienced 

faculty. Another participant suggested that the sessions needed to expand beyond its 

current focus on learning centered principles.  

 Continuing Socialization 

This phase of socialization follows the initial induction of the new faculty and 

continues throughout their career as they gain experience. The findings in this section 

include comparisons of participants’ first year experience to the second year, 

comparison of career from the beginning to the present, view of self as insider, career 

satisfaction, career dissatisfaction, and future career plans. Emergent themes in this 

section were confidence, three-year contract, and compensation inequities. 
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Comparison of first year to second year. All seven participants compared 

positively their second year to their first year. The most recurring descriptors were 

comfortable, confident, reduced anxiety and reduced stress.  One participant’s 

comparison was in terms of his teaching assignments. He said, “The one plus, 

automatically was that a majority of the core courses in my program I had already taught 

at least once so instead of having to do five to six different preps, it was one to two.” 

Several participants reported experiencing a less stressful second year. The following 

comment by one participant exemplifies the second year experience of most of the 

participants in this study.  He said, 

The level of stress was much, much lower; anxiety was less.  I had established a 
more structured semester.  I had made some decisions such as how much time to 
devote to particular topics.  I was able to decide what topics not to address in my 
classes.  I think my first year, for whatever foolish reason, I told myself that I 
must cover everything in the textbook and as soon as I let go of that obsessive 
idea, I think I began to enjoy my job much more.   
 
 Two participants indicated that they were comfortable because they expanded 

their social networks meeting more people. One said, “I guess I was a little settled in, I 

had learned a lot from my experiential learning.  It was still hectic; I was still department 

chair and getting extra service contracts.  So, I don’t know, I guess I just felt more 

comfortable with people… I’d met a lot of people and so felt more a part.”  

Another participant expressed her comparison in terms of increased involvement 

with non-teaching duties such as committee assignments as well as expanding her 

visibility at the college. She said, 
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Probably I was more comfortable.  Probably my teaching schedule was a little 
more balanced because I was on more committees.  I started becoming involved.  
I was on faculty association.  I was a division rep for math and science.  I started 
traveling more because we got a grant called Achieving the Dream and I went to 
Austin for the initial grant and then I went to the Strategy Institute.  So I became 
more involved and I was on a lot of big committees, budget and planning.  I got, 
I was into everything.  Yeah, that’s how it helped me really integrate myself into 
the school very quick.  The more you are on, the more you hear, the more you 
learn, the more you observe different people you are with, you are going to learn 
it. 
 
 Explaining the change between the first and second year one participant 

attributed the difference to being exposed to the different facets of the job. He said, 

“Now, I am more confident. Now I am full of the success experience. They also say 

about the second year, after one of practice, after one year of being a supervisor, and 

organizing, I feel that I can handle most of the things smoothly.” Another participant 

said that her second year was different because she learned to avoid the internal conflicts 

by occupying herself with creative activities and expanding her collegial and social 

networks outside of her division. She said, 

In the second year I was not so naïve, I suppose I can say I wasn’t trying to be 
liked by everyone and umm I understood that if so and so umm…is that…I had a 
little bit more security as far as knowing that if so and so you know, hits a ceiling 
every time I go by that’s not going to mean that I am going to be fired and so I 
think that I gained a little bit more security um and realized that I continued 
doing my job and to work with the students umm…also the fact that in the 
second year I think that’s when I started the [name of discipline] program and the 
[name of discipline] club. And so that’s another wonderful way to work with you 
know other folks beyond you know some of my colleagues that were not 
working with me. And so I think I was probably…I just kind of felt a little bit 
more comfortable, a little bit more secure and the fact that I you know, I was 
starting new projects here so I felt like you know, that’s it you know. 
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Comparison of career at present time to the beginning. The participants 

indicated that they feel more comfortable; and better equipped to handle their job 

responsibilities and demands. One participant indicated that feeling comfortable has 

allowed him to explore ways to improve his program. He said,  

I feel more comfortable, more relaxed, now that I know what to expect. The 
workload is pretty much the same although I don’t do as much preps and now 
that I have said that it, it might change because I am currently looking to adopt 
some new texts with online capabilities so that may entail revamping the current 
curriculum to reflect these new enhancements and changes.  
 

Another participant mentioned being able to devote more time to classes and to assisting 

in adjunct faculty development something she enjoys doing, but was not able to do at the 

beginning because of administrative work demands. She explains, 

No more department chair (loud laughter) I do have more time to devote to my 
classes and I actually just uh -- just quit the PhD program so I don’t have that 
monkey on my back anymore.  I feel that the weight of the world has been lifted 
off my shoulders. So, I’m more focused on the math program here at [name of 
college].  I’m actually trying to pull together some adjunct participation again, 
because when I was department chair our adjuncts – we had meetings with them 
once a month and they said, you know “no one has ever talked to us here, and we 
are starting to feel more a part of the department.”  Then the department chairs 
went away and we had deans and the adjuncts were feeling isolated again. So 
I’m trying to see what I can do about that.  I’ve been evaluating some of them 
and personally telling them to “call me” if you have any questions.  
 

 Another participant mentioned that being comfortable has allowed her a voice, a greater 

visibility and recognition. She said, 

Oh, well, it’s different now because, well, I’ve had it, but I have a 3-year 
contract.  I’ve had it for awhile now.  I’m teaching an online developmental 
course…never in my wildest dreams…I have a voice here.  People know who I 
am.  If you say [name of participant], they are going to go, oh yeah.  Everyone 
knows I teach math.  I’m known probably even at other places, you know within 
the district, people know who I am.  I’ve even gone to school myself to get a 
doctorate, that’s different.  I’m just more comfortable.  I have a voice. I can say 
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that now, I don’t think this is appropriate or we need to do it this way.  I’m not 
shy probably that, just a lot more comfortable. 
 
One participant stated that as a result of having more access to college resources, 

she has changed the way she taught her classes and shifted her focus to developing 

curriculum to improve her students’ learning. She said,  

I’m a little bit more interested now in how and why students learn [name of 
discipline] versus what’s the meaning of [inaudible]. Not that I don’t use the 
literature, actually I do make sure that I have key component of them because it 
is a very important aspect to me. And also what I have done is that I have 
channeled that through doing presentations, through the SPAR programs we do 
presentations to let the whole [name of college] watch the two classes. And so 
you are able to do lectures on that and talk about it. We do plays like [name of 
play]. This time I worked on [name of another play] so it’s just kind of let me 
focus on that and quite frankly, I think I am very interested in developing 
curriculum and that’s kind of umm…my goal has changed from wanting to be a 
literature Professor to more of language Professor and really developing 
curriculum and materials and that type of thing.  
 

 View of Self as Insider 

All seven of the participants viewed themselves as insiders of the institution. The 

participants gave various reasons why they considered themselves insiders.  One 

participant who interviewed for a similar position at two colleges within the District 

attributed his insider status to his interview performance.  He said, 

I became acutely aware of that with the interview for the position at [name of 
college] when I was a finalist and I spoke with [name of person] and I spoke with 
the president and vice president of instruction and the dean at the time, and I 
turned the interview around on them. I really didn’t feel fully a part of the [name 
of district] system or agency culture or any of that until that moment. 

 
Another participant believed that her insider’s status was because she now has a 3-year 

contract. She recalls, 
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Probably around my third or fourth year then I got a full three year contract and 
then when I ran for faculty president against one of the veterans, whoa, that 
shook up the system around here, baby, let me tell you.  I didn’t get it, but it 
made the person running against me, sweat.  But the person that was outgoing 
president said it was very close.  And you know, actually elections are coming up 
in the spring and people have asked me, some of the higher ups too, are you 
going to run?  I don’t know.  I know I’ve learned a lot more since I first ran but, I 
don’t know, shake it up or what?  Yeah, that’s how I know. 
 
 Another participant although not on a 3-year contract, considered himself to be 

an insider because of his rapport with the leadership of the organization and his 

community involvement. Another participant believed that she has always been an 

insider even when she was an adjunct. She said,  

I never felt like an outsider. Even as an Adjunct, the first day I stepped unto 
[name of college] campus and certainly [name of a person] at [name of college] 
did not make me feel like an outsider and the folks at [name of another college] 
and the folks at [name of another college], I did not feel like an outsider. I felt 
like I was part of the NCCD maybe I just didn’t know better [laughed out aloud]. 
But, yeah I never really felt like an outsider. 

 
One participant reported he could not recall a specific incident that caused him to feel 

like an insider; rather it was more of him making the adjustment to see himself as an 

insider. He explains, 

I’m thinking it happened when I was able to consciously accept myself as a 
faculty member because I think that took a little bit of time.  Even though I was 
technically a faculty member I didn’t feel as a faculty member.  Not because of 
anything that happened going on externally, but just because of my own personal 
feelings of what it meant to be a faculty.  So once I made that shift 
introspectively, I felt as though I became part of the larger system. 
 

Another participant attributed his insider status to the kind of expanded institutional 

responsibilities that he now has. He said, 
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Of course now I am inside. At this time, I can’t believe that I am a member of the 
search committee for a new president. If I am not inside, then who am I? Well I 
mean I am inside. I am one of the team members. Of I am an insider. I am not an 
outsider of this organization. I am not an observer, observing from the outside. 

 
 Changes in Personal Career 

All seven participants in this study unwaveringly said they would choose to teach 

at the community college if they had to do it all over again. One participant said, “I 

would follow the same course all over again. I enjoy teaching at the community college. 

Looking back the only thing I would change will be to have even additional more 

management experience.” 

Another participant echoed support. She said, 

I would choose to teach at the community college.  What I would change I think 
is my little – not knowing what to do soon as I got out of high school.  So I just 
went back to work for seven or eight years before I went back to college and then 
I had to put myself through college.  I think if I could change anything; I would 
go to college right after high school and get probably the same degrees that I 
have now.  You know, get a solid foundation in Math and then do some 
education work and just go right into teaching without any of that other office 
stuff where I was kind of searching for something to do. 

 
 Another participant expressed that the only thing she would change would be location. 

She said,  

I would teach at the community college and the only thing I might change is 
perhaps the administration but I am not talking about changing people, I would 
say the administration of faculty to a more conducive form of collaboration and 
really working toward a shared vision and working on improving the students’ 
experience and students’ learning. I think that’s what I would change. 
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Career satisfaction. Most of the participants reported that working with students 

was the most satisfying part of their job including making a difference in their lives, or 

helping them to move on to the next level. One participant stated, “Oh the students’ 

achievement. I am so glad when my students e-mail me and call and say Dr M. I am 

admitted to the medical school.” Another participant expressed his satisfaction in terms 

of his contribution to improving students. He said,  

Knowing that I’m making a difference, as cliché as that might sound, but 
knowing that, and that’s one of the things that I really enjoyed about counseling 
as well, that even though I may not see immediate results, we’re not creating a 
product, I’m quite convinced of that.  So therefore we don’t get to see 
immediately see the fruit of our labor.  I know and I have to know and I have to 
hold onto the belief that we plant seeds regardless of whether I’m planting a seed 
as a counselor or as an instructor, we plant seeds and knowing that I think is the 
most satisfying part of my job, that I’m making a difference, generally in the 
world but in individuals lives. 
 
Another participant said that the most satisfying for her was “being in the 

classroom. Watching students be successful, watching them come in being scared of 

Math and end feeling pretty confident about their skills and ready to go on to the next 

course -- (Muffled) student success.” Another said, “I think it’s rewarding when I see 

students engage and really get it and happy and positive and understand.  I think that’s 

real.” Another said, “Dealing with the students and seeing how they grow, yeah.” 

One participant expressed his satisfaction in terms doing what he has always done.  He 

said, 

I still get to do what I have been doing since I was fifteen, building relationships 
with people in industry. I am not limited at one property like I used to, when I 
was in industry. Also I have been able to keep in touch with my industry 
contacts. Flexibility in the job has allowed me to take care of my personal 
responsibilities and other outside interests besides teaching.  
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Career dissatisfaction. The participants in this study identified various 

dissatisfactions to their job.  The most notable of the dissatisfactions were doing 

administrative tasks, confronting difficult relationships and dealing with student under-

preparedness. One participant said,  

I am a teacher to my heart. I rather prefer being in the classroom than at a 
meeting or find the time to enhance the courses than acting as an administrator. 
So, for me the least satisfying is taking time away from teaching to deal with 
administrative responsibilities of coordination and such. 
 

Another participant echoed support. She said, 

The administrative things that we have to do as a faculty Um, it’s not fun but if I 
could just have assistance to take care of all the administrative task that would be 
nice.  But that’s not reality.  Faculty has to be involved -- we want to be involved 
in the decisions so there are going to be some things that we have to do for 
meetings. All that are just things that I have to do. 

One participant expressed her frustration at the negative effects pre-college 

socialization have had on her students’ level of commitment. She said, 

 
How do you motivate someone who is not motivated?  You know.  They’ve been 
beat down so much they can’t do something.  How do you change that around?  
Because….been beaten down a lot of students.  How many teachers have 
knocked in their brains or their families, boyfriends, girlfriends, you can’t do 
that, you’re stupid.  That’s hard to get out of somebody.  It’s very hard.  Then 
here I come in and I’m jumping around and they are like, what?  I always 
…reverse with them, positive-wise.  Oh, I can’t do that.  Oh, you can.  I think 
that’s the hardest. 

 
Another participant described her dissatisfaction in terms of relational difficulties she 

experienced with some administrators at her college. She said, “Dealing with folks that 

are unprofessional and that are little too caught up with themselves and that like to put 

roadblocks.”   
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One participant expressed dissatisfaction with the monotonous nature of his job.  

He said, “The monotony sometimes of doing the same thing, teaching the same thing, in 

some cases I have three sections of the same class and I feel like a parrot, especially 

during the lecture portions of teaching. That can become a little bit monotonous again.” 

When asked whether participation in the program provided them with job 

security, participants’ responses were ambivalent. Some felt it did others felt it didn’t. 

Two spoke in terms of receiving 3-year contracts.  Still others spoke about how they 

benefited from being able to develop on an individual basis.  One participant spoke 

specifically to what it meant to be affirmed by his college.  He said, 

Participation in the program showed me that the district cares enough about it 
new faculty. It also opened the door for me to develop at the district level, to be 
able to call administrators at the district. So in a sense it was a sign of 
affirmation, we value you to send you to this program and we will make it 
mandatory. I saw that as a sign, as a statement that says, we will help you 
develop as faculty.  
 

 Job Security 

Some participants reported that they did not feel they had job security. They 

spoke in terms of the obligatory nature of the program. One participant said,  

I can tell you that if I had not gone through the VOE that, I don’t know what the 
consequences would have been, but I know it was an obligation.  I know that it 
was something that I didn’t have a choice.  I don’t really see the correlation 
between the VOE and job security.  
 
Another participant who didn’t feel like he had job security spoke in terms of his 

struggle to understand his college’s culture. He said, 
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I don’t exactly feel like I have job security honestly I really don’t. The Visions of 
Excellence program as an orientation program prepares in one way and not in 
others. What it prepares one is really to go through your classes and be the best 
instructor you can be. What it does not teach is agency culture and job security is 
more tied to agency culture. That it is to excellence in teaching and learning and 
that is a sad reality… I honestly have no idea about the agency culture and that 
was a bit of information that probably could have benefited me the most. I am 
now learning what that is, maybe that will give me a little bit more security 
because it’s not an agency culture that I am particularly comfortable with. 
 
 Another participant who did not feel that participation the program gave her job 

security, but recalled that her college required completion of program as a condition for 

receiving a 3-year contract said, 

I was of the first group and it was implied that we needed to do this, but then 
later on it became apparent that they wanted to make it obligatory. It was one of 
those things that you had to do, if you were going to get a 3-year contract. Umm 
so, when I did complete it, then I said okay that box is checked off. I don’t think 
I really got … I don’t it gave me that much job security, quite frankly what gave 
me job security was the fact that I knew how the system worked as far as faculty 
getting contracts after the first year. And I realized that there are certain things 
that are going to help me get the contract and there are some things that are not. 
And I think that what gives me the most job security is doing my job well and 
making sure that I work well with the students and that I continue serving the 
college. 

Another participant saw getting a 3-year contract as recognition of permanency 

that allowed her to establish herself in other areas around the college. She said,  

 
Well, I mean, you do the slumber party and get the 3-year contract.  You’ve got 
the cute little thing on your wall.  To me, it makes you well rounded.  You learn 
a lot of things meet a lot of people and interact and bond.  You build a name for 
yourself.   Unfortunately, just because you work at one campus doesn’t mean 
you are isolated.  People know you.  People…you might not think it, but they do.  
Somebody knows you somewhere.  So it is a small family in a large, little 
community.  If you do plan on moving up in higher Ed., you want to make 
friends and positive, you know. 
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Future Plans 

 Most of the participants reported that they would still be teaching at the 

community college.  One participant who served in both teaching and administrative 

capacities at the beginning of her career expressed that she is committed to teaching at 

the District.  She said,  

Right here, maybe at another campus but still in the district…yea I’ll be teaching 
forever, I don’t want to be an administrator ever.  That’s what I say now after my 
department chair experience, I don’t think I could be an administrator. 
 

 Another participant indicated that he would be interested in setting up a private practice 

in a distant future, to supplement his teaching at the community college. He said, 

I want to continue doing this and I want to do so in a way that is more fulfilling 
and that goes back to what I was saying earlier about being more flexible in my 
approach.  I guess I think it will enhance my job satisfaction.  Ten years, I know 
you didn’t ask me this, but ten years or so, somewhere around there, I would like 
to open a private practice and do that in addition to, as a supplement to teaching. 
 

Another spoke about expanding his program at the college. He said, 

I see myself in the same position…. My vision is to grow this program to 
become a division, and have this program all over the state of Texas.  If I can put 
it a sentence it will go something like this “we become reflections of what our 
students are to become. I want to be [name of program] and students to become 
my guest.”  

Another who was redesigning her courses said,     
 

I see myself continuing to teach. I will continue to teach, by that time I would be 
done with this project and I would be seeing whether we did a good job or not 
[loud laughter] and if we didn’t do a good job probably tweaking it. I probably 
would go on to another project to do a redesign of the second semester class. I 
would continue to teach and probably work more toward curriculum 
development. 
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 Two participants were uncertain about their future plans. One said, “Honestly, I 

don’t know, I think I most likely will remain here, umm, most likely still teaching 

maybe here, maybe not.” Another who was completing her doctorate in community 

college leadership expressed an interest in becoming an administrator. She said, 

I finish my doctorate and maybe move on to administration.  I don’t know if I’m 
going to teach forever.  I really like it.  Sometimes I freak out, like, oh my gosh, 
administration, whoa, do you really want to deal with all that?  Then I sometimes 
think about, do I want to grade forever?  You know I kind of want to branch out.  
I don’t know exactly what, something in higher education.  I don’t know, I’m 
having mixed, I’m in that mixed feelings phase right now because my doctorate 
is going to be in higher ed, community college leadership, so it’s kind of, I don’t 
know.  I don’t know what’s right… 
 
In this section the results of the in-depth interviews with three academic vice 

presidents of three colleges of NCCD are presented. This section provides insight into 

the institutionalization process of the cohort orientation for new faculty. The following 

research question guided this next phase in the study: 

Why does a community college choose a comprehensive orientation 

program for its new faculty cohort? 

Below is a summary of the profile of the Academic Vice Presidents with their assigned 

pseudonyms. 
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Profile of Academic Vice Presidents 

VP Q.   A member of the President’s cabinet, VP Q has been at his college for 

twenty years and has served as VP of Instruction for five years. He described his 

responsibilities as being in charge of one fourth of the college, which included 

supervision of all academic and instructional units. He meets regularly with the 

academic Deans to review weekly progress.  

VP S.  VP S joined the District as an instructional faculty. At the time of our 

interview she was in her fifth year as VP of Instruction at her college. She described her 

responsibilities as one of supervisory oversight over eight academic areas and four non-

academic areas at her college including the library. She is in charge of several learning 

initiatives including learning communities, distance learning, and instructional support 

related to technology.  She was a Dean of a large Liberal Arts division prior to becoming 

the VP.  

VP T.  The longest serving of all three vice presidents is in her eight year at the 

time of our interview. She described part of her day-to-day responsibilities as 

maintaining contact with key facets of the faculty leadership that includes the President 

of the Faculty Association. Although she does not have direct contact with the faculty, 

she maintains regular contact with their Division Deans and described her management 

style as open.  

An active participant in the Instructional Leadership Council, she serves as a 

senior member of the President’s Team that meets regularly with officers of the faculty 

association.  



117 

New Faculty Orientation Prior to Visions of Excellence 

 When asked what type of socialization experience their new faculty received 

prior to VOE, the vice presidents described a variety of approaches to their socialization 

process. Some colleges engaged in an informal and unstructured socialization. One 

college’s approach was highly structured and systematic as the VP explained,  

It begins when we have our interview process, because we are clear with each of 
our applicants, that if they are interested in being part of [name of college] then, 
they would be becoming part of a culture that is unique to [name of college], and 
that we have specific values that we not only state, but we talk about, we live, we 
use when we have conversations. And that people will need to know that, that’s 
who we are as a college culture. So, that is discussed in the interview. And then, 
to take it one step further, if in fact that person is a finalist, then all the finalists 
have to read and sign what we call “non-negotiables.”  
 

One college VP explained that his college engaged in an informal socialization for new 

faculty prior to VOE. Explaining the lack of a formal socialization he said,  

…for the most part, any new full-time faculty member as hired probably would 
have served as adjunct faculty here at [name of college] for a number of years. 
We assign persons to have a mentor, preferably a mentor in their division, and if 
possible a mentor within their respective disciplines. We do though get from 
time to time new faculty requesting that they be able to select a mentor of their 
choice. There, sometimes you may be witnessing gender issues err to a lesser 
extent ethnic, ethnicity issues or what have you… the person is just feeling more 
closely associated with a person they have known here at [name of college], or 
just think that. We have no problems with that. We are fine with that too. But our 
best way has been through mentoring process. Of course, we informally have 
new faculty orientation, a pretty extensive new faculty, faculty new employee I 
should say, new employee orientation with staff, instead of faculty orientation is 
pretty extensive orientation, where we talk about the forms, the documents, the 
medical records, all the other things that you need to become a new employee. 

 

Another VP said that her college relied on an informal mentoring. Below is her 

explanation for the lack of a structured orientation at her college prior to VOE. She said, 
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I think we always, and I’m reflecting also the fact that I was here for the first ten 
years of the college as a Dean. So, that picture does mention before Visions of 
Excellence. I think we always had a mentor system. It was informal it was not 
documented particularly like so many things here for so many years. I think 
really that was about it. I would say I don’t know maybe I am anticipating 
something later, but we had new employee orientation for all employees at the 
college, including faculty… 

  

Rituals.   One VP describing some of the rituals at her college to welcome new 

faculty said, 

When a person is hired, everybody starts on a Monday here. We don’t start any 
new employees any day except Monday. So that, we all are sort of 
psychologically ready to welcome new employees. That’s the day that new 
people are on campus. And there is a full day orientation for new employees that 
include all the HR pieces, some pieces of information about [name of college], 
and [name of college] culture. The new employee goes out to lunch that day with 
his or her mentor who has been assigned, and so that’s the person of course who 
is the most immediate in touch with the new employee. We try to have a plant; a 
green plant in the person’ office, so that they don’t just walk in to just an empty 
space… 

 

When asked how the mentor was determined, she replied, 

The Director of Human Resources and the person’s Supervisor work together 
before the person comes on board to determine what kind of mentor might likely 
be most helpful. Sometimes it is someone who has a very similar job, but 
sometimes it‘s someone who happens to live in the same town. You know, it 
might be someone you know, drives here from Waxahachie, so they say let’s get 
somebody else who’s from Waxahachie as your mentor. There’s various criteria 
that go into determining what would help that person to feel most comfortable, 
would be someone who they being new would feel like if they could go to that 
person’s office or that person’s workspace and say, “I don’t understand this, can 
you explain it to me.”  We try not to have a hierarchy. 
 

College Leadership Expectations from Visions of Excellence  

When asked why the District adopted a comprehensive orientation program for 

its new faculty, one VP discussed the benefits to new faculty of being exposed to a 
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wider body of faculty at the District. Another spoke in terms of learning about the 

district culture and procedures, and another spoke about the advantages of new faculty 

being exposed to learning centered curriculum.   

One VP said,  

We knew that we needed to help new faculty to understand more about the 
district and be able to meet people and know people in other campuses besides 
their own. Though, I was not part of launching the VOE as much as in 
discussions about why, I thought that it is important that we have that kind of 
development for new faculty. 
 
Another VP pointed to the need to streamline procedures among the different 

colleges within the district. He said,  

I think, umm, what the District realized is that some of our colleges were a little 
bit ahead of others in what we were doing globally, that is on our campuses. 
There was obviously no consistency there, no system there. So, you couldn’t be 
sure that all our faculties were receiving the same thing and the same amount of 
the same thing. 

Another VP commented that the program was a District faculty development 

initiative. She said,  

 
I really have to say the work on it came primarily out of the district office, and if 
she had one or two VPIs in it, or more other people, obviously I don’t know 
that…. I suspect they were things that only [name of a person] can tell you. I 
know generally speaking the board has been concerned about professional 
development, whether that pre-dated and prompted some of that movement, I 
don’t know, but it may well have. I really think that a lot of the credit goes to the 
discovery of the materials…. I am sure that you are aware of here at [name of 
college], and this was obviously the president’s decision, but one that I certainly 
supported; a faculty member is not eligible for a 3-year contract here until he or 
she has completed the Visions of Excellence program. 
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Expected benefits to individual faculty. When asked about what benefits they 

expected their new faculty to gain as a result of participation in the program, the most 

commonly reported benefits were learning about district wide procedures, learning 

teaching techniques from other faculty, and expanding their social connections. As one 

VP said, 

Well, as I mentioned, learning the policies and procedures of the district; 
certainly, learning what that means to them, what kinds of things they have to do 
related to those policies and procedures or how they impact them in their work. 
And as I mentioned, the contacts with people on other campuses, I think 
certainly are part of the benefits. I think they learn teaching techniques from their 
fellow new faculty and instructors. They talk about teaching; they bring in model 
teachers, people that have had excellence in teaching awards and so forth to talk 
to them about good teaching techniques, best practices. So, not only learn from 
each other, they learn from exemplary teachers in the district. So, I see those as 
some of the major benefits of the program. 
 
Expanding their social networks.  Another VP commented that the participants 

were able to expand their social connections as a result of their participation. He said, 

The new faculties are for the first time getting a chance to spend a great amount 
of time not only with their [name of college] colleagues, but their District 
colleagues. They were able to get into circles and hurdles and talk about things 
as they are happening around the district. I think that’s really important. So often, 
many of us think that the grass is greener on the other side of the mountain. I 
think in these circles you learn that the grass on this side of the mountain is equal 
to the grass on the other side of the mountain. You get a chance to confirm that. I 
think that’s a very good thing to happen. This year, we didn’t have Conference 
Day. We had it each one, on our own colleges. And I think, most everyone 
objected to that being handled that way because what they miss, is the 
intermingling that we have in a true district day were we all come together and 
hug and shake hands and what have you from one another from other colleges. 
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Acquiring classroom teaching skills. Another VP spoke in terms of classroom 

teaching skills that new faculty was expected to acquire from participation in the 

program. She said, 

I think it gives them some very specific pedagogical tools and information. I 
think it also develops in them, inculcates, I am trying to find the right words, a 
certain view of their role in the teaching and learning community that I think its 
really important in the early stages. The idea that we are more learner centered, I 
think the retreat, I think they have a sense of more of being a part of an even 
bigger organization when they meet people from across the district. I think it’s 
very important for us at [name of institution] to create connections among our 
faculty and staff. We are sort of debriefing now the conference day, and are 
getting really positive things about having it here on our campus with all our 
people mixed together in various sessions where they had common interest, and 
how good that felt. 
 

Expected Benefits to the Institution 

 All three VPs stated that the benefits to their institutions were the same as to the 

individual. One VP saw the new faculties as an invaluable resource to be used in the 

mentoring development of their adjunct faculty. As he puts it, 

I think the benefits to the institution is that the faculty members are able to come 
back and then in our instance here, to share and give back to some of our 
Adjunct faculty members who would not have had a chance to attend these 
sessions. What we are trying to do here, we’ve done it in some divisions, and of 
course, we don’t… it’s not mandatory, so it’s not across the board. But we are 
tying to have our Adjuncts assigned to a mentor, or assigned to a full-time 
faculty member that they work with. And I think that the best coupling there, as 
it happens, are relatively new faculty that are excited about mentoring, and those 
that have gone through Visions of Excellence program really have something to 
share and to give. I think that’s a good thing. 
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College value awareness. Explaining how new faculty and other new employees 

become acculturated, to the college culture this VP said, 

The other required pieces we have them do… a choice that they can make after 
the first year to get a little bit more into the culture of the college. And they may 
choose to be in a formation group or they may choose to be part of what we call 
on-committee. An on-committee is basically a book club. We all read a book 
every month and get together and discuss it. So whatever is most comfortable, 
but it causes new employees to have to be with people that are already in their 
workgroup …choose one of those two in order to continue to participate and be 
socialized into the college. 

 As to how her college made sure that the new faculty stayed true to the values of the 

college, this VP replied,  

 
We have 12 values that we live by. These values are printed on a glossy card, 
which we give to every new employee as part of their package when they are 
hired. In addition, the value of the week pops up on their computer screen, 
whenever an employee logs on to their computer. So, this way each employee 
has an opportunity to see all 12 values several times during the year, you know, 
like a “popup value” screen.  
 

Participant’s Recommendations for Improvement of the Socialization Process 

Participants were asked what NCCD could do to improve the socialization 

experiences of its new faculty.  They recommended a variety of changes at various 

levels of the institution. The discussion that follows is their recommendations. 

Most of the participants for this study recommended that the new faculty 

socialization include a strong mentoring component.  One participant said,  

Say having a mentor program for new faculty, creating a support group like 
“teaching squares” where faculty observe other faculty teaching, and then give 
them feedback on improving their teaching. 
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Another participant suggested providing a structured discipline specific mentor. 

He said, 

A stronger mentoring program, discipline specific mentoring program…I could 
have greatly benefited from having one person within my discipline, and I did.  I 
did have a person that I could go to, but something a bit more structured, but 
discipline specific.  

 
Another participant suggested establishing a district wide master teacher across 

disciplines in the district. He said, 

Classroom evaluation and observations are conducted by Deans who in many 
cases are not content specialists in the field of the faculty person that they are 
evaluating, resulting in incompetent faculty often going unnoticed especially 
where such faculty may be the only full-time person at the college. The District 
should consider establishing a District wide overseer specific to each discipline. 
That person should be able to evaluate the competency of the new faculty at the 
content level and provide assistance as needed.  
 
 Participants recommended that NCCD should improve their communication 

channels at various levels. One participant’s comment was,  

Programs like VOE are generally a good idea because they do help, they actually 
do help faculty know each other and find out what’s going on elsewhere in the 
district umm I think that there may need to be perhaps training for effective 
communication umm among faculty and staff and administration umm that all of 
us really need to realize that we are here for enriching the learning experience of 
students that’s why we have this institution.  

 Another participant recommended that NCCD improve the way policies are 

communicated to faculty. She said,  

 
They should be provided with a written policy consistent with expectations. 
When new faculty arrives on campus, they should know what is expected of 
them, not find out after the fact, they should be introduced to colleagues in the 
disciplines quite frankly… 
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Participants suggested an early integration of new faculty as a way to improve 

their socialization experiences. They felt that giving the new faculty an early tour of the 

campus before the official reporting week and introducing them to the staff will 

facilitate their settling in. One faculty said, 

I think to somehow make them feel a part of the community earlier. Not force 
them to do everything themselves. So, the mentor thing I think could be a big 
help.  Just someone who can call them up and say, “oh we’ve got the welcome 
back breakfast tomorrow, do you want to meet me at eight-thirty and we can go 
down together and sit together?”  You know, the first year is pretty hard when 
you’re all by yourself and you’re attending those things with the entire campus.  
Just somebody to say, “Hey why don’t you come with me I’ll…” 
 
Some faculty who experienced resistance from other faculty suggested 

improving the climate to allow for more openness and transparency especially with 

regards to accepting the ideas that the new faculty brings.  One faculty said, 

Well, first of all, when new faculty members have ideas they need to let them say 
it and don’t shut them out. They need to let them branch.  They need to be open 
minded, think outside the box because some new faculty come in with outside of 
the box ideas.  Don’t just shut them down.  If you shut them down you might not 
ever take them out of the __- again, because a lot of the new faculty observe the 
old faculty and they watch what they do and how they act, whether it’s doing 
nothing or doing a lot.   

 
Another participant who experienced overt resistance because of her qualifications said, 

However, there were some that were not quite willing to acknowledge my 
qualifications and experience that were the very reasons why I was hired. And I 
would not have been hired if I didn’t have those qualifications. And so, there was 
a little bit of patronizing in that sense. And um, there was a certain culture of 
entitlement; I have been here and therefore, this is my roost and I am not going 
to get down from it. I did not come to take over any programs, but there are some 
things that could have been changed, and needed to be changed. I am diplomatic, 
I was willing to be patient and move those forward. However, I was confronted 
with someone who did not want to have any type of change and wanted to make 
sure they had control. And so, this individual and some other individuals 
proceeded to make my first year very difficult and my second year very difficult 
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umm to the point where they…umm I had some serious grievances, and I could 
have filed a grievance. And I seriously started looking for another job. 

 
Another speaking of early preparations said,  
 

Some of the practical things that they could do is anticipate a number of new 
faculty, have offices for them, phone lines, email and plan to pair them up not 
necessarily with persons in their discipline. Also allow them time to work 
together, plan together as faculty and outline expectations and opportunities for 
committee assignments. 
 

 Participants suggested a few improvements to the Visions of Excellence Orientation 

program. The discussions that follow are some of their recommendations.  One 

participant said, 

I would recommend that VOE continue to be mandatory for all new faculty, but 
would like to see it commence or pushed toward the beginning of one’s career 
not in the middle as was the case for me. 
 
 Another participant recommended expanding the Visions of Excellence 

curriculum beyond the learning centered principles to include other teaching 

philosophies. He said, 

It would have been nice if the VOE retreat was more then like it is now where 
we emphasize that there are different teaching models besides what VOE was 
doing at that time. When I went through the program it was, VOE was still very 
closely tied with the Learners in Exchange Network System. And the Learners in 
Exchange Network System honestly has one goal–eliminate lecture that’s its 
goal. It’s its unstated goal, but it tries to preach its orthodoxy of cooperative 
learning that doesn’t always work in every case. 
 

Still speaking about the curriculum, another suggested flexibility in the curriculum to 

recognize that some participants may not be novice community college faculty, even 

though they are new to the District.  She said, 
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There was a certain amount of assumptions that were made about our new 
faculty, that we didn’t know how to teach, that we didn’t know how to manage a 
class, that we didn’t know how to teach to a diverse group and I thought it was a 
little bit patronizing, quite frankly. Some of the curriculum of the Visions of 
Excellence, I thought it was um…I had a lot of experience on classroom 
management as a 1st grade teacher and as a teacher in other ways. So, I thought 
that was a waste of time, quite frankly. And in some ways some of the classes 
were a waste of time. 

 
One participant’s recommendation was both to potential new faculty and older faculty. 

She said, 

But if you have the chance to be a visiting scholar, then be new faculty, it’s even 
better.  Just the opportunity and like I said, that’s why I feel fortunate because I 
feel like I’ve been given an opportunity. They didn’t know me.  I came in here, 
answered their questions, told them what I could.  I think that is fortunate.  
That’s part of it. Give the person a chance and don’t be so negative and hard on 
them.  Let them have some time to show you what they really have without 
judging them the first three weeks.  You know they are nervous, they are new, 
you know.  Sometimes I think we do that.  Even as a body we do that.  Just relax 
a little, let them check it out.  Don’t be so judgmental.   
 
Keep an open mind and don’t bring everyone down because you are having 
problems with it or retire.  It’s easy because that’s what happens.  They muzzle 
you, put a muzzle on you.  I don’t think that’s right.  We’re not, you, you can 
look around and see. 
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Chapter V: Summary, Conclusions, and Recommendations 

Study Overview 

This chapter presents a summary of the findings of this qualitative study, 

conclusions, implications, and recommendations based on the findings. The purpose of 

this study was to understand the role a comprehensive orientation program played in the 

socialization process of new community college faculty as they transitioned into their 

roles as faculty.  Additionally, the study sought to understand the rationale for the choice 

of the socialization tactics used to facilitate the process. 

 The review of the literature provided the framework from which questions for 

this study were drawn. The questions covered a range of organizational socialization 

phases from entry through continued socialization phases. Several questions addressed 

the Visions of Excellence comprehensive orientation program. These questions were 

posed to the seven newly hired faculty of North Community College District, who 

responded to several interview questions that addressed two primary research questions. 

Response to Research Question 1 

What is the role of the comprehensive orientation program in the 

socialization process of newly hired community college faculty cohort? 
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Building Relationships 

 The Visions of Excellence orientation program provided participants the 

opportunity to visit other colleges within the district, meet people, become familiar with 

the history of the district, and build relationships.  They were curious to find out how 

things were done at the colleges they visited.  As one participant put it, “not only was I 

able to meet people teaching math, but just people from other campuses asking,  ‘how 

do you do it there?’”  They were able to exchange ideas and to learn from one another. 

Bonding. There was the weeklong retreat that culminated in an overnight stay 

for participants to enjoy a slumber party. The slumber party created an atmosphere for 

faculty to interact, “staying up all the night to talk” with newly found “roommates” from 

other colleges with whom they bonded and developed friendships. They engaged in 

several activities, one activity was designed enable them to quickly learn the names of 

other faculty.  The social structure and nature of the retreat facilitated easy connections 

and connectedness for the new faculty. As a result, faculties were able to forge close ties 

with other new faculty from different colleges “knowing who your brothers and sisters 

are” while developing long lasting relationships.  Faculties that have gone through the 

Visions of Excellence Orientation program have become a support system for one 

another, realizing a true “cohort experience.” They check on one another through emails 

as well as connect with each other at the district’s Conference Day when all the colleges 

in the district convene to participate in professional development activities. 
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Acquiring New Skills 

The monthly sessions allowed the new faculty the opportunity to acquire and 

develop classroom management skills. One of the highlights of the sessions was learning 

from guest speakers from Humber College Ontario Canada. This was “fun,” said one 

faculty. Faculties were also able to learn from veteran master faculty from various 

colleges in the district, as well as learn from each other, sharing teaching experiences, 

discussing teaching and learning philosophies, while modeling best practices. They 

acquired a variety of teaching strategies, which included active learning, classroom 

assessment techniques, the use of formative and summative assessments, and the use of 

technology in the classroom including online instruction. They were taught how to 

prepare effective syllabus and how to incorporate learning outcomes, and exemplary 

educational objectives into their course design. Another highlight of the sessions was the 

activity in the true colors workshop that showed them how to identify their own learning 

styles and the learning styles of their students. Faculty found this extremely useful 

describing it as a “terrific” workshop. 

 Access to District Resources 

Knowing how to access resources at the district level was critical to the new 

faculty member’s development.  The exposure “helped” them to “tap” into the district’s 

resources. As a result of the orientation program, faculty has become aware of a variety 

of resources that could benefit their students, ranging from Learning Assistance Centers 

to Financial Aid, to scholarships, to grants, and to programs. Another invaluable asset 
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that new faculty became aware of was access to the knowledge of the district’s own 

seasoned faculty as it relates to basic course skills and course development.  

Conduit for Information 

  Several participants expressed concern about the lack of information within their 

respective colleges that would enable them to perform their tasks effectively.  The 

Visions of Excellence Orientation program served as a conduit for faculty to obtain 

reliable information, as it relates to finding out what is going on within their colleges 

and elsewhere in the district. Additionally, the program provided them a feedback and 

loop system that enhanced the often unclear information within participants’ colleges. 

For example, the Individual Action Plan or IAP is an important appraisal tool for a 

faculty member’s annual evaluation. Yet, it is the most frequently cited document that 

faculty have the most difficulty completing properly because of inadequate instructions 

at a new faculty member’s college. Several faculties reported that they learned how to 

properly complete their Individual Action Plans (IAPs) during one of the monthly 

sessions.  

Confidence 

Few of the participants claimed that their 3-year contract was a badge of 

endorsement and recognition from their institution as a result of completing the Visions 

of Excellence orientation program.   All the participants in this study indicated that they 

were more confident and comfortable in their role as community college faculty 

especially during the subsequent years following their completion of the orientation 

program. Several attributed their confidence to knowing what to do, being able to 
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perform and manage their workload and having a “voice” within their various colleges 

as well as at the district level. 

Response to Research Question 2 

Why does a community college choose a comprehensive cohort orientation 

program for its new faculty?                                  

                                                            
Organizational Commitment  

Faculty in this study felt emotionally connected to their colleges. They felt that 

the district “cared” about them because of the investment that the district had made to 

insure that they were effectively trained to carry out their responsibilities. As Myer and 

Allen (1990) point out, affective commitment is an emotional tie to the organization 

when employees perceive that the organization is supportive and treats them fairly. The 

Visions of Excellence Orientation program gave the participants an opportunity to have 

a “voice” whether it is having a three contract or being a member of the presidential 

search committee, while having access to a variety of resources including access to 

technology, veteran and master teachers at the at the district level. 
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Access to district resources.  Because faculty were able to have access to 

district staff resources, they were able to able expand their teaching and learning 

interests beyond the classroom in ways that benefited not only their students, but the 

community at large. The ability to tap into various resources such as scholarships, 

grants, financial aid, learning assistance centers for their students expanded with faculty 

completion of the orientation program.  

 Access to skill development. New faculties were able to access valuable 

resource to develop their teaching skills. The Visions of Excellence Orientation 

curriculum included several activities on classroom management, classroom assessment 

techniques; the use of technology in the classroom including online instruction. A 

foreign language faculty expanded her course development and curriculum design, as a 

result of being able to “tap” into district resources. By focusing more on why and how 

students learn, she began channeling her presentations through the SPAR (Student 

Programs and Resources) in an effort to reach out to the community to “create a life.” 

Other faculty tapped into district personnel to organize workshops in course 

enhancement.  

    All the participants in this study affirmed and identified with the stated goals 

of their institutions, which is a commitment by their institution to provide quality and 

affordable instruction to a diverse student body. As Meyer and Allen’s (1990) study 

show, employees’ continued membership in the organization is by choice. This 

observation is also supported by Klein and Weaver’s (2000) study, which finds that 



133 

history and goals, and values are strongly correlated to affective organizational 

commitment.  

Provide Socialization Opportunities  

The Visions of Excellence Orientation program provided participants an 

opportunity to expand their social networks. It was an avenue for faculty to get together 

in a social setting and exchange ideas, share and learn from each other. Several 

participants indicated that the social networks that they were able to develop resulted in 

creating long lasting relationships with colleagues. The retreat provided a social 

arrangement, which fostered a willingness on the part of participants to remain with the 

organization because of the non-transferable investment that the employees have with 

other members of their organization. Majority of the participants in the study identified 

members of their cohort as part of their peer group. As one participant noted, “Everyone 

at this college is like a big family…we are family, I don’t want to change. I just want to 

stay here.” Others spoke of fond memories such as meeting a spouse.  

As Reichers (1987) noted, individuals, who become socially integrated into a 

group and establish an identity with the group, tend to strongly identify with the 

organization.   All seven participants in this study are still teaching at NCCD. Also, of 

the 28-member cohort who participated in the Visions of Excellence program, only one 

has moved from faculty into administration at NCCD. The rest are still in their faculty 

teaching positions. This finding corroborates the empirical findings of (Kammeyer-

Mueller & Wanberg, 2003; & Morrison 2000) who found that social integration is 

related to organizational commitment.  
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Implications  

 College administrators. The present study investigated the role a 

comprehensive orientation program played in the socialization process of new 

community college faculty. Participants identified the retreat and the monthly sessions 

as the highlights of the program. The retreat provided them an opportunity to expand 

their social networks beyond their individual colleges, as well as an opportunity to learn 

about the district. The retreat facilitated a bonding experience among the new faculty 

cohort and between the new faculty cohort and the organizers and coordinators of the 

orientation program. New faculty were able to share and receive information from one 

another, and from program coordinators in an informal setting. Administrators should 

encourage the continued use of the retreat as an integral part of this orientation program 

to facilitate group cohesion and identity among the new faculty. 

The monthly sessions allowed them to acquire classroom skills and best 

practices. Participants were able to forge relationships with some of the veteran master 

teachers as they modeled best practices, while demonstrating effective teaching 

strategies. Overall, participants acquired a variety of skills from these sessions, ranging 

from classroom management to classroom assessment techniques, to understanding 

student learning styles, to the use of technology in the classroom, all of which allowed 

them to improve their course development, design and delivery.  

The study revealed that some of the new faculties, although new to the district, 

were not new to teaching. As such, may have only benefited partially from some of the 

monthly sessions on classroom management and assessment techniques.  Administrators 
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need to identify earlier on in the process new faculties with extensive prior teaching 

experience, and plan to actively involve them in demonstrating active teaching and 

learning strategies. This way novice faculty will benefit from observing experienced 

members of their cohort as they teach, while the experienced new faculty will 

experience less divestiture. 

The study also revealed the lack of uniformity in the level of administrative 

support received by new faculty. The level of administrative support to attend the 4th 

Friday sessions while high for most of the new faculty was inadequate for others. 

Faculty who did not receive adequate support to attend the monthly sessions experienced 

a tense and difficult transition.  

 Faculty. Faculty acquired a variety of skills from attending the 4th Friday 

sessions. Deans are the first line of support for faculty. Dean support is critical to 

effective faculty adjustment. Deans must be able to create flexibility in scheduling of 

teaching and other non-teaching assignments of a new faculty to be able to attend the 4th 

Friday sessions. This may include finding substitutes to cover their classes, or giving the 

new faculty   release time. This way, a new faculty member will not suffer any loss of 

income as a result of attending the 4th Friday sessions.   

 Most of the participants in this study indicated that they relied on their Deans for 

role clarification, information gathering and support. However, the study revealed some 

information gaps between deans and faculty. Some faculty attributed the lack of support 

from their deans to attend the 4th Friday sessions to their deans being unaware of the 

purpose of the comprehensive orientation program. As such, their deans did not make 
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provisions for them to attend. It is important that deans are aware of the district’s 

commitment to socialize new faculty through the comprehensive orientation program. 

This information can be regularly communicated to deans through presidential 

operations memoranda on a regular basis.  If deans are knowledgeable, then faculty 

benefits, but if they are not faculty suffer.  

 Policy makers. This study demonstrated that incorporating a social apparatus 

like the “retreat” in the socialization process, facilitated a strong cohesion among the 

cohort while impacting their adjustment and organizational identification.  NCCD 

organizational leaders have taken the first step in providing a comprehensive orientation 

for its new and younger generation of faculty. However, the leadership must continue to 

be proactive while resisting all attempts to focus on the status quo. Various aspects of 

this comprehensive orientation program should be enhanced.  

Furthermore, this study revealed that NCCD new faculties are full of life and 

excitement and bring great ideas and rich work experiences into the community college 

environment. Some faculty expressed concern about speaking out until they earned their 

3-year contract. Policy makers should strive to create an environment that encourages 

new faculty to share their ideas earlier on in their socialization process without fear of 

sanctions or reprisal.   
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Recommendations for Improvement of the Socialization Process 

Participants recommended several changes to improve the socialization 

experience of new faculty. They recommended a variety of changes at various levels of 

the institution. Their recommendations for improvement were as follows: 

District level. 

1. Vision of Excellence Orientation should commence at the beginning of a new 

faculty person’s career rather than in the middle. 

2.  Expand the Visions of Excellence Classroom Curriculum beyond learning 

centered principles to include other teaching philosophies. 

3.  Create a flexible curriculum that recognizes that some participants may not be 

novice community college faculty, even though they are new to the District.  

4. Create District wide mentor program to enable new faculty to observe other 

faculty teaching, and then give them feedback on improving their teaching. 

5. Provide a District wide policy that outlines a new faculty person’s 

responsibilities and expectations.  

6. Establish a discipline specific mentor program that recognizes master teachers in 

their fields who are able to evaluate new faculty on content specific areas and 

provide assistance as needed. 

College level.  

1. Establish a more structured discipline specific mentor program. 

2. Provide training for effective communication among staff, faculty and 

administration. 
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3. Reduce the isolation felt by new faculty by making them a part of the community 

early. 

4. Anticipate the number of new hires, plan for their arrival, and provide them with 

offices, emails and phones.  

5. Conduct orientation before the college reporting week.  

6. Encourage more social interaction by pairing them up not necessarily with 

persons in their own discipline, but a “breakfast buddy.” 

7. Give them a tour of the campus early in the process. 

8. Tell them early on about opportunities and expectations for committee 

assignments to avoid work overload. 

9. Foster an all-inclusive atmosphere one of openness that welcomes the ideas of 

new faculty, rather than “shut them out.” 

Division/department level. 

1. Give them more time to work and plan together as faculty. 

2. Provide them with written policy that is consistent with expectations. 

3. Introduce them to colleagues in their discipline. 

4. Provide them job related information in a timely manner. 

5. Be proactive and anticipate areas of potential conflicts 
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Recommendations for Future Research 

This study of the role of a comprehensive faculty orientation program on 

community college faculty socialization has established the groundwork for further 

research.  This study highlights the importance of incorporating a social apparatus into 

an orientation program that was designed to facilitate both social interaction and skill 

development for new faculty.  The study relied on individuals reporting of their 

experiences, and as such is limited in its ability to ascertain the effectiveness of the 

socialization content. Because this study focused on the process rather than the content, 

future research is recommended to determine the effectiveness of socialization content, 

which relies on alternative sources of data, such as classroom observation, student, peer 

and supervisor evaluations.  

Additionally, this study raised questions about the timing of the socialization 

tactics.  All of the participants in this study had been teaching at their various institutions 

for a year or more prior to attending the comprehensive orientation.  Research should be 

done to ascertain whether there are differences in socialization outcomes that are 

attributed to timing. That is whether there are differences in when the cohort began the 

socialization process, early on or later after being hired.    

This study did not find any perceptible differences in the way male and female 

new faculty experienced the comprehensive orientation program, although some studies   

have shown that gender differences impact workplace identities and interactions, Future 

research is recommended, to ascertain whether male and female community college 

faculty have different socialization experiences that is attributed to gender differences. 
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Appendices 
 

Appendix A 

Letter Requesting Names of VOE Completers 
 
 
5308 Crossvine Ln 
McKinney, TX 75070 
 
September 14, 2007 
 
District Director, Academic Curriculum Initiatives 
DCCCD 
701 Elm 
Dallas, TX   75202 
 
Dear Director, 
 
I am writing to request assistance in establishing a sample for my dissertation research. 
My study has been approved by the IRB of the University of Texas, Austin. Dr. John 
Roueche and Dr. Norvell Northcutt are co-chairs of my committee and are supportive of 
my efforts to contact you for assistance. 
 
As Community Colleges hire new faculty to replace faculty that have retired after 
decades of successful service and commitment to their institutions, it is imperative that 
new faculty are able to fulfill their roles as faculty as well fulfill their commitment to 
community college mission. 
  
Several studies support the claim that organizational socialization has proved to benefit 
the growth and development of newcomers to an organization. Most studies on faculty 
socialization have been on university college faculty. There has been very little research 
conducted in the area of community college faculty socialization. 
  
The purpose of my study will be to examine the experiences of the faculty who 
completed the Vision of Excellence (VOE) program within a year of being hired. My 
focus will include their career choice, preparation, barriers and support as it pertains to 
their growth and development, as they transitioned into their new faculty roles with the 
District. 
 
I am requesting your assistance in providing me with names and contact information of 
new faculty that participated in a fall retreat and completed 5 of the 7 4th Friday 
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workshops in the first year, and completed additional workshops in the second year. I 
will be contacting these individuals for more specific information 
  

Please know that complete confidentiality will be provided to all participants and that 
their participation in this qualitative study is strictly on a voluntary basis.  
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Follow up Letter to VOE Completers 

 
Hi. 
 
Recently you received an email (the message appears below) from a friend of mine. Uzo 
teaches at -------- and is doing his dissertation on the Visions of Excellence program. He 
is doing a qualitative study and is looking for people to interview. Your commitment 
would be about 60-90 minutes of your time between now and the end of November. He 
will come to you. You may respond honestly, and he will protect your privacy. No one 
except Uzo (not even I) will know what you shared. 
 
He is seeking representatives from several colleges and representing the diversity of our 
faculty. Colleagues at his college have been willing to participate because they know 
and trust him. You don't know him, but I will vouch for him. If you are willing to 
schedule a visit with him, please email him through our district GroupWise. He is Uzo 
Agulefo in our directory. 
 
Please let me know if you are able to help him. If not, I will contact some others. I know 
you are busy, but I am eager to read his findings, and we have to help each other through 
such research projects. 
 
Thanks, friends. 
] 
A 
 
********************************************************************** 
Uzo Agulefo wrote: 
 
Dear Colleague,  
 
I hope your semester is going well. I am writing to ask your help. I am conducting a 
study on new faculty orientation experience among community college faculty. This is a 
qualitative research study that will investigate the socialization experience of community 
college faculty. 
 
I am a doctoral candidate at the University of Texas working toward a degree in 
Educational Administration, with an emphasis in Community College Leadership. I am 
also a NCCD faculty member and have been for almost twenty years. I began teaching at 
the NCCD as a part-time Economics faculty at ------College where I taught for five 
years. I am currently a full-time faculty member at ------- College where I have been 
teaching Economics for the past fifteen years. 
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You have been identified as a member of a cohort that completed the Vision of 
Excellence program for new faculty. Your name and contact information was given to 
me by the District Director, Curriculum and Academic Initiatives, and Supervisor of the 
VOE program. My study has been approved by the IRB of the University of Texas, and 
by the Chancellor’s Cabinet of the NCCD. Several studies exist on faculty socialization 
of university college professors. However, there is little on no research on the 
socialization process of full-time community college faculty. My hope is to learn from 
you what pre-service experience and training, including VOE program experiences that 
enabled you to transition successfully into your current role as a full-time community 
college professor.  
 
I would like to schedule an interview with you, if you are willing. I am conducting 
interviews between now and late November. The interview itself takes about an hour 
and will be tape recorded. We can meet in a place of your choosing. As a community 
college professor, my hope is that your contribution to this study will inform on ways to 
improve community college faculty socialization across disciplines. My phone numbers 
are: home 214-504-9020 and work 972-273-3544. My email address is 
Agulefo@dcccd.edu. If you have questions, please feel free to contact me. Your 
participation in this study is entirely voluntary and you can choose to withdraw at 
anytime before the project is complete. Although I will tape record our interviews, the 
data will be coded and your responses will be kept confidential. 
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Appendix B 

Interview Protocol 

 
As you know, I am interested in understanding the socialization process of new faculty 
at the community college, especially the role a comprehensive cohort orientation 
program plays in that process. As one who participated in a cohort orientation program 
for new faculty at the NCCD, your perceptions based on your experiences with the 
NCCD’s Vision of Excellence (VOE) new faculty orientation program, will provide 
useful data for my study. 
 
Teaching and other Work Experience 

Let’s start with a little background 

1. Tell me about your teaching experience. 
2. What other work experience have you had? 

Career Preparation  

Next let’s talk about your career preparation 

1. How do you think your life experiences shaped your attitude, and beliefs to teach 
at the community college? 

2. How did you first become aware that teaching at the community college is what 
you wanted to do and what was going on in your life at that time? 

3. When you think back to your decision to teach at the community college how did 
your graduate education prepare you for a career to teach at the community 
college? 

4. Prior to joining the community college, what other experiences or influences do 
you think helped you to transition into your present faculty role? 
 

The Selection Process 

Next let’s move to when you were hired as a faculty member at the NCCD 

1. As you reflect on when you were hired, how did you learn about this position? 
2.  Tell me about the interview process 
3. What do you think gave you the edge over other candidates? 
4. What personal values do you share with people at your institution? 
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5. Thinking back about the interview process, what impressions did you have prior 
to interviewing that turned out to be accurate? 

6. Between when you were hired and the date when you reported, what kinds of 
communication and interaction occurred between you and the people at your 
college? 

7. Tell me about personal values you hold that are different with those of your 
institution. 
 

Your Program and College 

Now let’s talk about your program and college  

1. Tell me about your program or discipline. 
2. Describe the commitment level of faculty who teach in your discipline or 

program. 
3. Who do you consider your peer group at your institution to be? 
4. In what ways do you feel you are similar to your peers? 
5. How would you describe the culture and climate at your college? 
6. Tell me about students in your program. 
7. Describe the commitment level of students in your program or discipline. 
8. In what ways do feel that students in your program or discipline are similar to 

students in other programs or discipline at your college? 
 

Entry/Induction and Socialization 

Next, I will like to ask you to reflect on your first year’s experience as a new NCCD 

faculty member. 

1. What was the atmosphere like at NCCD when you started your job? 
2. What were some of the feelings you had as a new faculty member?  
3. How did you handle those feelings? 
4. Tell me how you learned about goals, policies and expectations of your 

program or discipline? 
5. How did you find out about unwritten rules, norms, rites and rituals at your 

college, or division and how did they affect you personally? 
6. When you think back to your first year of participation in the VOE, what 

were the highlights of the program? 
7. In what ways did your participation in the VOE program help you to better 

understand your students, and to assimilate the culture and values of 
NCCD?  

8. What level of support did you get from your supervisors to attend the VOE 
once a month 4th Friday sessions? 
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9. Talk to me about those sessions, what were they like? 
10. To what extent did you receive support from members of your cohort or 

from members of another cohort, or from older faculty during your first 
year?  

11. As a result of participating in the VOE, what cultural values did you 
discover were in conflict with your own cultural values and how did you 
handle it? 

12. What was your first week of classes like? 
13. How did you adjust to your student’s academic readiness? 
14. During your first year, what would you consider to be obstacles or 

constraints to your success professionally? 
15. In what ways was your first year different from what you expected it would 

be when you accepted the position? 
 

Now, let’s talk about your second year experience 

1. How was your second year different from your first? 
2. In what ways is your career now different from when you began? 
3. As you reflect back, when did you begin to feel like you have become part of the 

NCCD organization and shared the “insider’s” view of the organization? 
 
Career Development and the Future 

Now let’s discuss your career and professional development, and your view of the 

future. 

1. What is the most satisfying about your career? 
2. What do you consider is the least satisfying? 
3. How did participation in VOE program help you to feel like you have job 

security with the NCCD?  
4. How do you get feedback and performance evaluation for your teaching? 
5. Where do you see yourself in the next five years? 
6. If you could start your career over, would you choose to teach at the community 

college, and what would you change? 
7. As you reflect back, how do you think your college, the NCCD, or the VOE 

program could improve experiences of new faculty members? 
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Wrap-Up 

Now let’s wrap up 

1. What else as it relates to what I have been asking, do you think would be helpful 
for me to know? 

2. As you reflect on your own induction and socialization process, are there areas 
or experiences that we haven’t discussed that you would like to talk about?  
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Appendix C 

Line-By-Line Coding 

(Sample) 

 
Line-by-line coding ID Quotes 
Teaching same course in 
college as taught at the 
high school 
Extensive HS Teaching 
Experience 
 
 
Worked in HS setting but 
lacking any teaching 
experience 
 
Began teaching as an 
adjunct faculty in a 
different discipline 
Working as substitute 
teacher in HS 
Adjunct teaching 
experience 
 
Teaching as adjunct 
faculty while pursuing a 
postgraduate degree 
 
 
 
 
 
Limited HS teaching 
experience  
No prior college teaching 
experience 
Acquired college 
teaching experience as a 
Visiting Scholar 
 
 

BG 
 
 
 
 
 
 
Daniel 
 
 
 
KK 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 

I taught at my former high school … for about 
5 years in the hospitality program that I am 
teaching here… taught and developed 
curriculum and instruction there provided 
hands on training. I don’t have any other 
teaching experiences prior to that.  
 
What I’m getting at is prior to teaching I 
worked as a school counselor for about 8 years 
 
 
I started in the NCCD actually in 1999 as an 
adjunct professor of umm developmental 
writing and I was there for only a semester. I 
had come back, I was then over at the 
Independent School District as a substitute 
teacher and so I was teaching different things 
every day 
 
I spent ten years at -------- College and before 
that I was an adjunct faculty here at [name of 
college] while in graduate school. So after I got 
my master’s degree I started teaching here and 
when I finished my masters degree I applied for 
full-time jobs and I moved to [name of college] 
for ten years and then I came back, so 
 
I taught high school one year and before I, I 
taught just one year and then I came to [name 
of college] as a visiting scholar.  So, I  came 
here basically with no experience, one year in 
high school, public school and then the visiting 
scholar and so then I had two years to learn 
about the district, gain knowledge and then I 
applied for full-time faculty and got full-time 
faculty.  
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Counting the TA 
experience at the 
university as part of 
teaching experience 
 
 
 
Extensive teaching 
experience working with 
adults including 
continuing education 

 
Michael 
 
 
 
 
 
 
PJ 

 
I worked for the [ ] government. I got my 
doctorate at the [….] university. At […] 
university I was a teaching assistant for 6 years. 
So, I have 6 years teaching assistant. I 
graduated in 1999. So, my combined teaching 
experience is about 8 years 
 
I have been teaching since I was fifteen years 
old.  I taught ESL when I was in [name of 
foreign country] in a continuing Education 
program and I taught adults who were three 
times my age. I was more so inclined, because 
it was a continuing education program on 
Saturdays. I did that for about 2 or 3 years. 
Well, actually I continued even when I was a 
university student, so about 4 years 

Working right after HS in 
non teaching related field 
 
 
Other work Experience 
Experience in non 
teaching related field 
 
Diverse background and 
experience in non 
teaching related 
 
 
 
 
 
 
 
Diverse experience in 
several non teaching 
related fields 
 
 
 
 
 

Lisa 
 
 
 
Melissa 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 

Um… I worked in an office for probably seven 
or eight years after high school, before I went 
back to college. 
 
I was a waitress, when I was in high school.  
Then I worked at Sylvan Learning Center as a 
tutor and I worked at a law firm  
 
I went to [ ]. It is a good job. I also have a lot 
of administrative experience. I have worked as 
a scientist, as an engineer. I also have overseas 
work experience. I got 1 year in [name of 
foreign country] and 3 years in [name of 
foreign country]. 
I worked in an office for probably seven or 
eight years after high school, before I went 
back to college. 
 
I worked in a college admissions office… 
which is where I was attending which is where 
I was getting my degree and I worked there for 
four years, but there was one summer … I 
worked in a restaurant. After I got out of 
college I was a I had a very brief stint working 
for a doing a door to door thing with an interest 
group I think I was involved with that program 
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College internship in a 
non teaching field 
Limited job experience as 
intern counselor 
 
 
Variety of experiences in 
non teaching related 
fields 
 
 
Acquiring management 
experience working in 
the teaching field 

 
 
 
 
 
Daniel 
 
 
 
 
 
PJ 
 
 
 
 
BG 

total for about seventy two hours. I worked in 
insurance premium financing for about a year. I 
also worked in telecom the subscription 
services division. 

 
So my first professional job was part of my 
internship during which I worked as a 
counselor, a supervised counselor within my 
graduate program at the University 

 
 

I have had experience working in labs, in 
science labs doing research as a research 
assistant. I have had experience in Marketing 
and Sales and PR. 
 
Other than teaching at the high school I have 
managed in the field that I am teaching worked 
with many hotels, tons of service experience in 
the hospitality industry including restaurants 
and hotels around the city 

Life experiences, 
attitudes, values and 
beliefs shaping decision 
to teach at cc 

  

Change in family 
circumstance accounting 
for considering position 
at later time  
Needing to make a fresh 
start after divorce 
 
Seeing teaching from a 
personal interest 
perspective. 
Being unaware of the 
difference between CCs 
and Universities 
Finding job by chance 
after experiencing 
difficulty finding job in 
area of highest earned 
degree.  

BG 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
 

I had just gone through a divorce and looking 
for a new start. I didn’t know if the position 
was still available and I did not know whether 
or not my skill set at the High School would be 
beneficial for me to come to the community 
college level…  

 
I love teaching. I teach from my heart, and 
from my soul. Honestly, I didn’t know… I 
know less about the community college. I just 
think the college is a university. You know, by 
fate, by chance I did not purposefully apply for 
that. Because of my degree is usually for… you 
know especially high degree, it is hard to find 
jobs…So, here I am thinking why not try 
teaching. And also, you know I said I have 
some teaching background 
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Decision to teach not a 
conscious one 
Stumbling upon the job 
Pursuing another job 
option   
Sharing similar 
characteristics with 
student population 
Feeling empathetic 
toward students 
   
 
 
 
 
Being unfulfilled at 
previous job 
Needing a more 
challenging environment 
Job dissatisfaction 
Being influenced by 
others; pushed into 
position by Dean  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Being motivated by 
previous teaching 
experience  
Feeling a sense of 
accomplishment working 
with community college 

Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 

To be completely honest, teaching at the 
community college, or my motivation to teach 
at a community college, it almost happened 
backwards from the way it happens for most 
other people that do this.  Most people make a 
decision to do something and pursue it.  I 
stumbled upon this opportunity to teach at the 
community college.  I originally was applying 
for a different job 
I am a first generation immigrant from … and 
so I think that allows me to experience some 
empathy for some of the issues that a lot of our, 
not just those from Latin American countries, 
but I think from various nations that come here 
 
I was teaching high school and I said, oh, 
there’s got to be more than that.  So that’s why 
I started looking at websites in Dallas County 
Community College District.  I only had, when 
I started here I only had nine hours on my 
master’s.  So I came and spoke with the dean 
and he pushed me.  He didn’t even know me 
and then he interviewed me and then he started 
pushing me and told me the guidelines, you 
need to finish your master’s and have 18 hours, 
graduate hours in this.   
When I taught high school I realized students 
weren’t very interested, focused, too playful, 
too goofy.  I knew as myself I really didn’t like 
So it made me determined to go back to school 
and get a master’s, start working on it to realize 
that I wanted more.  That’s where I sparked the 
interest at.  I went to [name of college].  I was a 
student at [name of college], so I knew about 
[name of college] and I thought maybe I could 
be an adjunct to get my foot in the door. 
 
Well, I think the fact that I tried teaching at an 
early age, and learned from that experience, 
there were some things I liked and some things 
I didn’t like. So, I tried other jobs, and by 
working in other fields, I am a little bit more 
well rounded as a teacher than some teachers 
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students 
Providing a service to the 
community 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Identifying with student 
population 
Connecting with 
community college 
students in a personal 
way 
Sharing similar life 
experiences 
Teaching his neighbors 
 
 
 
 
 
Explaining decision to 
teach full-time 
Initial goal was to earn 
part-time income 
teaching part-time 
Teaching decision not so 
much hers as it was of 
others; thrust upon her  
Being pulled into the 
classroom by her 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 

that go into teaching and that’s all they do. I 
think in some ways it helps me establish 
rapport with the students and sometimes 
understand in what context they would use a 
language, and use it that way. 
 
I had just moved back from [ ] and I was 
teaching at[ name of college], and I was also 
teaching at [name of college] 2 very different 
colleges and I was teaching languages at both 
of them, and I got an opportunity to see who 
were the students of the community college and 
what community college was for, and I really 
enjoyed the fact that the community college 
was not just about the pillar of learning, but it is 
also about cultivating the community, and 
really servicing the community. So, that‘s 
something that really called me. 
 
in the years since I got out of college the places 
that I lived umm certainly informed what I was 
going to be working with, who I was going to 
be or whom I was going to be working with in 
the community college because many of my 
neighbors were students… and many of them 
actually wound up to the community college, 
but I see echoes of my neighbors in my 
students, and some of my neighbors I actually 
had a next door neighbor who was one of my 
students. And so having been in the community 
ugh really helped shape my understanding of 
the community college 
 
They immediately pulled me out of the student 
assistant role and put me into teaching. It was 
just good part-time money and I was kinda 
scared, I couldn’t visualize myself as teacher, 
but as soon as I started I knew that’s what I 
wanted to do. I stumbled right into it. Yea, it 
was a serendipity I guess.   
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superiors 
Experiencing an 
epiphany upon contact 
with students 
Serendipitous 
Influence of Course work   
Responding from the 
perspective of actual 
mechanics of classroom  
teaching  
Emphasizing public 
school experience over 
graduate education 
Failing to see the benefits 
of graduate education in 
present career. 
Responding ambivalently  
 
Acquiring only content 
knowledge 
Failing to acquire 
teaching skills in 
graduate school 
Explaining the focus of 
graduate education 
 
 
 
 
 
 
Responding from the 
perspective of teaching 
mechanics in the 
classroom 
Emphasizing credentials 
over graduate training in 
teaching field 
Responding ambivalently  
 
 
 
 

Melissa 
 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
 
 
 

It didn’t.  To me it didn’t.  Because my 
undergrad, I was a math major.  My, I took 
secondary classes for education to teach public 
school.  I think public school, teaching public 
school helped me teach at a community college, 
because you are more diverse.   
 
 
 
 
 
 
As far as what my graduate schooling provided 
me with, I really believe, well that and of 
course content.  The content of what I teach.  I 
tend to teach my psychology courses primarily 
from an application rather than a research 
approach, an application approach to 
psychology.  So it gave me the knowledge to 
cover the content.  What it did not provide me, 
because it wasn’t the intent of my graduate 
program, it did not provide me with any of the 
teaching tools, actual skills that I would need to 
be able to teach. 
 
I have a master in Science and Mathematics so 
my graduate education right before I started 
teaching had nothing to do with education.  So I 
have a really strong background in mathematics 
and I think feeling really confident and 
comfortable in your field is necessary to be a 
good teacher. If you gotta a flimsy background 
in the field you’re teaching then your probably 
not going to be a very good teacher. 
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Discussing experience 
from a classroom 
management perspective 
Graduate education 
focused on different 
aspects of training 
GE failed to equip with 
teaching skills 
 
Emphasizing the 
importance of both 
undergraduate and 
graduate education  
Learning from observing 
college professors teach 
Attributing his 
knowledge to their 
skillful teaching skills  
Pointing to Professor’s s 
influence  
 
Emphasizing rigor of 
graduate education 
Incorporating the content 
of graduate work into 
classes taught at CC 
Finding coursework 
useful in doing present 
job 
Attributing Professor’s 
influence in current job 
 
Acquiring knowledge 
through exposure to a 
variety of coursework 
Seeing various 
applications 
 
Studying a variety of 
languages 
 
 
 

KK 
 
 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
 
 
BG 
 
 
 
 
 
 
 
 
 
 
PJ 

Well, that wasn’t its focus the University of 
[name of university] is looking for types of 
scholars specifically political theory and… 
umm normative political theory and 
foundations of political theory and umm so 
there’s really nothing there about professional 
practices, there’s nothing there about teaching 
in the community college level, 
 
Yes, both my undergraduate and graduate 
education were really, really helpful. Yes 
especially now that I have to talk about the 
American university. I feel all my professors; 
there classes were I think their classes were 
enjoyable. You know, I really… I think that 
after that, I think that I now have got this 
knowledge, I watched how they wonderfully 
logically, organized this knowledge to share 
with their students. 
 
 
the coursework I did at the graduate level 
enhanced what I was teaching at the high 
school level … the instructor’s that I had at my 
university were very challenging a lot of the 
content and the theory that I learned there are 
things that I even as far as assignments at that 
level are things that I would also infuse  into 
my classrooms to ensure that  the students were 
getting a high quality education 
 
 
I was far more prepared because in my masters 
program, we did go over linguistics and 
linguistic applications, how to teach certain 
things. We went over different patterns and 
structures of the language, what would be 
easier, what would be harder to learn, and also 
during my graduate program, I studied 3 
different languages…and by going in as a 
beginner student to all those languages, I … it 
helped me see or feel what it would feel like to 
be a beginner student of language.  
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Observing several 
teachers 
 
Emphasizing Graduate  
professor’s influence   

 
but at the same time it did give me the 
experience of oh, and I also had the opportunity 
by looking at these other instructors to see what 
were good strategies of language and teaching, 
and so I learned from that experience far more I 
think in some cases than I did from the 
linguistics classes quite frankly um by watching 
4 different instructors, no 5 different instructors 
teach language, and some were very good and 1 
was not  
 

Learning about the 
position 

  

Explaining how she 
became aware of job  
No feedback from HR or 
Search committee 
Learning accidentally 
 by personal inquiry  
 
 
Applying for a different 
job posting 
Seeking a new job after 
experiencing job loss  
Learning about position 
informally through a 
friend 
 
 
 
 
Discovering the job 
opening from a random 
job search 
Friend facilitated contact 
with Dean  
Describing being drawn 
into the Visiting Scholar 
position 
 
 

PJ 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 

I learned about this position indirectly because 
I had not heard about another position I had 
applied for, I had not gotten any feedback from 
the Human Resources, nor from the Search 
Committee, which was kind of unusual and so 
when I was applying for that job … I saw there 
was an opening here. 
 
I originally was applying for a different job.  
The only reason I was actually applying for a 
job is at the high school where I worked I was 
being funded by a federal grant.  My position 
was funded by a federal grant and it expired 
and they did not renew it so therefore I was 
forced to explore some other options, 
occupational options.  A friend of mine told me 
about an opportunity, a non-faculty, non-
teaching faculty opportunity here 
 
I was online one day and I was job searching 
and went to the college website and I found the 
math department and I emailed a faculty 
member that I knew so she emailed me back 
and she said I’m going to forward your name to 
the dean.  This was in January of 2000.  So then 
she forwarded my name to the dean and the 
dean called me and then they set up an 
interview in February or March.  Spring break 
came and pretty much I never even knew about 
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Learning about the 
position informally 
through a chance meeting 
with the Dean 
 
 
Attending a job fair 
Filling out applications 
with no specific college 
in mind 
Chance occurrence  
 
 
 
 
 
Explaining why she 
began searching 
Learning about job 
through internet job 
search 
Being home sick; loss of 
family contact 
 
 
Describing how he 
learned about Visiting 
Scholar position 
Learning informally 
through verbal 
communication 
Seeing job published 
 
Describing how he 
learned about Visiting 
Scholar position 
Learning informally 
through the Dean 

 
 
 
 
BG 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
KK 

it.  I fell into it.  Because then he’s like, oh, my 
gosh we have this program perfect for you.  It’s 
called a visiting scholar 
 
I learned about the position informally I was at 
luncheon meeting, and the dean of the division 
at that time   was there and had a position open 
for a full-time faculty member and shared it 
with me 
 
That is umm; actually I just say it is by chance. 
I just went with my friend to attend a job fair. 
Then, I find the NCCD booth. I just pickup the 
application form. So, they did not specify any 
particular college, just the NCCD. So, I got this 
application form and I filled it. Then at this 
time, I forget where, but I just filled it and then 
I got a phone call … would like to come to […] 
college] for an interview. 
 
I saw it on the Internet. I had been in T for 
almost ten years, I was in my tenth year of 
teaching and I was starting to feel kind of home 
sick. When I started in T my plan was to just 
stay there forever, and I was pretty happy there, 
and I was not unsatisfied, but I missed my 
family in D. 
 
  
It was just through word of mouth as well as 
through the position being published.   
 
 
 
 
 
 
I found out about the position teaching 
government as at [name of college], when the 
acting dean of liberal arts ___________ called 
me into the office, 
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Interview process   
Interviewing informally 
with Dean then with 
workgroup for Visiting 
Scholar position 
 
 
 
 
 
 
Interviewing with Dean  
Visiting Scholar position 
interviewing was a 
conversational informal 
setup 
 
 
 
 
 
 
Interviewing for full-time 
position was with search 
committee 
Interviewing for a panel 
involved doing a teaching 
demonstration 
Structured process 
 
 
 
 
 
 
 
 
Assessing the 
professionalism of the 
search committee 
members by the nature of 
their questions 
Interview highly 

Melissa 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 

Visiting scholar is informal. I interviewed first 
with the dean, just like we are.  He interviewed 
me and then he took it to the math work group 
and all the faculty and then they set up a date to 
meet me.  So, I came and it was here….and all 
the math department….8 people, 8 or 9.  They 
just sat there and I just sat at the desk and they 
just asked me questions.  It was like a free-for-
all, throwing things at me.  
 
As a visiting scholar, the first word that comes 
to mind it was rather informal.  It was very 
relaxed.  I first met with the dean of liberal arts, 
the dean at the time and it was not a structured 
interview.  He did not have a set of questions.  
It was more of a, again, rather informal 
conversation where he found out a little bit 
more about me and found out a little bit more 
about the school and so forth.  It did not have 
any real, it didn’t seem very structured. 
 
I moved to that second step and that was 
conducted by a committee, If I remember 
correctly, somewhere between six to eight 
people. The second part of that interview was 
giving a teaching demonstration and I was 
given an option of, I believe, three different 
topics to create this teaching demo.  So I chose 
one and gave the demo and then I was informed 
of the next step, should we get to that point, 
was to interview with the administration, which 
is something that obviously I made it to that 
part of the hiring process.  I interviewed with 
the president of the college and the dean and 
one of the vice presidents. 
 
The interview process was very pleasant, it was 
a good experience. I was impressed with the 
professionalism that was demonstrated. The 
Search Committee seemed to be a group of 
individuals that were very hard working and 
really interested in serving and you could tell 
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structured  
 
 
Interviewing before a 
panel of search 
committee members 
Doing a teaching 
demonstration 
Winning over search 
committee 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Accounting for surprises   
Explaining why she 
found the process 
comfortable Recounting 
an embarrassing moment 
in the process 
Expecting a more 
professional demeanor 
from interviewers 
behavior of the 
interviewers 
Disappointing aspect of 
the interview; 
interviewers treated the 
process as a test 
 
Absence of a teaching 
demo 

 
 
 
Michael 
 
 
 
 
 
 
Lisa 

that by their questions as well.    
 

I gave a 30 minutes teaching demonstration 
before a committee. I made a cd rom and gave 
every committee member each a cd rom. For 
my teaching demo, I selected a difficult topic, 
but I made it interesting and exciting. 
 
And so I come into the interview, five or six 
guys from the math department that I knew 
from ten years prior.  I was a little surprised to 
see all the same faces there, but not really.  The 
interview process was pretty comfortable for 
me – I knew them all and they knew me 
because I had taught there even though it had 
been ten years. 
 
 
 
Probe: 
No, actually I’m glad you asked that.  What 
they did is handed me a sheet of problems, I 
think five or six problems and said do three or 
four – I got to omit one or two – and they put 
me up at the board in front of the conference 
room and gave me a pen and had me – and so 
to me it felt like a test.  I was very surprised 
about that even though I was – I’d been 
teaching – and the problems were really broad 
based (and) they crossed all sections, so 
someone who hadn’t been teaching all these 
freshman, sophomore level math course would 
really be at a disadvantage in that kind of 
situation.  I was just kind of surprised that – 
cause I felt like I was taking a test and – 
Probe: 
I just – I kind of felt like it wasn’t appropriate.  
You know, I felt put on the spot and then when 
I was on the committee where we did that, 
where I was just one voice saying I don’t think 
we should do it and I got my voice lost.  My 
heart broke for all those candidates who were 
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really good candidates and I felt like we were 
putting them on the spot. Every single one of 
those candidates left that room feeling poorly 
about themselves, and I hated that we did that –
yea 
 

Edge over other 
candidates 

  

Explaining how knowing 
search committee helped 
Making connection with 
students 
Search committee being 
familiar with work 
product 
 
 
 
 
 
 
 
 
 
Attributing edge to her 
versatility; knowledge of 
several languages 
Involving search team 
during her teaching demo 
Demonstrating 
Experience 
Interest in the community 
was transparent 
 
 
 
 
 
 
 
 
 
 

Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

there’s some that did know me very well and I 
think during that interview process, at least I 
would like to think that they sense some of the 
things I already talked about a few minutes ago, 
being able to make a connection with students, 
being able to develop rapport with students and 
I think I was able to communicate that 
effectively, maybe not just through my 
responses, but possibly through my demeanor.  
I think that would probably give me an edge.  
The other thing is that I had already worked 
here for two years so I think that undoubtedly 
gives those applicants an edge, assuming that 
during the time that they have been here that 
they’ve done a good job. 

 
I think the fact that I had such a diverse 
background, I was qualified and I did a very 
good teaching demo and they responded well. I 
don’t think that the ones that didn’t speak a 
foreign language, they didn’t think they were 
going to get involved, but part of teaching this 
foreign language is that you get students that 
don’t have any foreign language, and you get 
them to participate. So I think that was very 
helpful to teaching demo. And the fact that I 
had experience teaching at the community 
colleges already was quite helpful. The other 
thing was the fact that my answers reflected 
that I was interested in the community, and 
service to the community. 
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Attributing edge to being 
qualified to teach in two 
fields 
Being part of the 
establishment as a 
Visiting Scholar  
 
 
 
 
 
 
 
 
 
The advantages that came 
from being a Visiting 
Scholar 
She was known  
 
 
Attributing edge to her 
confidence in teaching 
field 
Citing the extensive 
number of years teaching 
 
Attributing multiple 
factors as being 
responsible; industry 
experience, educational 
qualifications 
 
 
 
 
 
Attributing edge to 
already being part of the 
institution as a Visiting 
Scholar 
Having a minority 
classification 

Michael 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
Lisa 
 
 
 
 
 
BG 
 
 
 
 
 
 
 
 
 
KK 

The two fields, it very, very rarely you find 
people that cross these two fields. You know, 
you have to both because according to SACS 
you have to get more than 20 or 24 credit hours 
in these 2 fields for it to be possible to teach. Of 
course I have a PhD in [   ] and I also did post 
doctoral study in the other science field. I also 
got more than 20 credit hours in the other 
science field, so I could teach both. So, I think 
that because of my higher qualification in both 
fields, and the fact that I was already here, that 
gave me the advantage over the other 
candidates. I cannot deny that, but beside that I 
am qualified to teach in both fields. 

 
They learn your opinions, which can be good 
and bad.  They learn your style.  Do you get 
along with people?  Even out of your 
department?  So that’s what gave me the edge, 
they know me 

 
I think I was confident in my area.  I had the 
math skills, I passed the test in the interview 
and I was confident you know -- and secure in 
my opinions, because I had been teaching so 
long, for ten years teaching at name of college. 
 
I would have to say that my background going 
through the process from having early 
experience in hospitality, the first training 
program that the state of Texas and the country 
had as far as partnering with high schools and = 
as far as me having a Bachelor’s degree and a 
Master’s degree in the hospitality industry and 
as far as having managerial experience as well 
coupled with that 
 
I was already involved with the district, already 
knew generally what questions to ask, what are 
the issues that are sailing around the district and 
how can I umm figuring out how can I be a part 
of, hopefully how I can be a part of the solution 
um honestly I am not there yet because with 
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 each campus there are agency culture [almost 
whispering] umm there are other things umm 
perhaps it is umm it may not be appropriate 
even to mention it, but umm one of the reasons 
why I was offered the position in the first place 
[painful facial expression]umm, [clearing 
throat] one of the reasons that I was offered the 
position of the Visiting Scholar in the first 
place is ______________ was looking for  
reasons to hire people, she had been the only 
full-time instructor since…. 
 
 

Shared Personal values 
with institution 

  

Cultivating students 
Developing their skills; 
Having a joint mission 
with institution  
 
 
 
Responding from a 
personal trait perspective 
Listing personal fit 
characteristics with 
institution 
 
 
 
 
 
Explaining shared values 
in terms of student 
success 
Student outcomes; 
making a better life 
Taking pride in students 
achievement 
Sharing student success 
with colleagues 
 
 

PJ 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 

Providing our students with work skills. Skills 
that they are going to use and I think that’s the 
big value is that we see how as we cultivate the 
students, that we cultivate the community. The 
other thing that I see is interest in learning; I 
think that’s another key value. 
 
Umm, talk less I usually, I’m very, very 
friendly to everybody. Every person is very 
nice to me. I am quiet. I am not to want this, 
want that. I just do my job, concentrate on 
doing my teaching. So, usually I am not a 
troublemaker. Yeah. Of course that is a good 
thing. Bad thing is I don’t know too many 
people. I only talk to people in my field. That is 
my personality 
 
I want my students to succeed.  That’s the 
number one thing.  I want my students to do 
well and I am proud of my students.  Not mean, 
but I am hard on them because I want them to 
get it, make a better life for themselves.  I feel 
sometimes they give up.  That’s what I share 
with my colleagues.  
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Explaining shared values 
in terms of concerns 
shared with colleagues 
for the individual student  
 
 
 
Explaining shared values 
in terms of priorities; 
putting students first 
Supporting students 
Student success 
 
 
 
 
Explaining in terms of 
student learning 
outcomes 
Striving for excellence 
 
 
Explaining in terms of 
the institution’s 
commitment to individual 
growth 
Personal development 

Daniel 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
BG 

The longer I work here the more I begin to 
realize that the majority of faculty that I’ve 
gotten to know, with some exceptions of 
course, but the majority of faculty really and 
genuinely show a concern for the individual 
student 
 
You know I don’t know, maybe you can 
elaborate on what that question means. 
 
Probe: 
We put the student first; we are all concerned 
about our students being successful.  We might 
go about it in different ways but I think if you 
got to the heart of it we are all here for students. 
 
I like to think that is that I share a commitment 
to helping members of the student community 
learn umm that, that it is a standard of 
excellence that I maintain, that I share with a 
few other people in this campus 
 
Personal values I think that is resonating within 
the institution is that of personal development. 
One of the things that I do enjoy most about 
being at the community college is the 
environment it almost forces you to continue to 
develop yourself. 

Impressions Prior to 
interview 

  

Being familiar with 
interview format 
Knowledge from being 
inside as part of search 
committees during 
Visiting Scholar 
 
Actual interview 
confirmed previously 
held impression 
Encounter with students 
in hallway  
 

Melissa 
 
 
 
 
 
 
PJ 
 
 
 
 
 

Remember as a visiting scholar I was on search 
committees, so I knew exactly what to go 
through.  Even though it was for a Spanish 
faculty, I knew what we did with the Spanish 
faculty so probably it was what we do with the 
math faculty.   
 
I had to wait for a while for the interview, I was 
talking to the assistants and to some of the 
work study students and so I was hearing about 
their experiences and what they were talking 
about [name of college] so, I kind of got more 
of a validation of that impression 
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Accounting for the 
amount of work 
encountered after hire 
Workload expectation 
matching reality 
Failing to have any 
expectation of the 
interview process 
because of different 
industry experience  
 
Finding teaching 
practices that had not 
changed 
 
 
 
Accommodating posture 
of search committee  
Creating a relaxing 
atmosphere  
Accepting of him  

 
BG 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
Daniel 
 
 

 
I didn’t have a lot of pre-conceived ideas or 
expectations about what it would be like I 
didn’t know in as much as teaching is not in 
mainstream world of work it is… I put it like 
this I had an expectation that it would be a lot 
of work and it has been. 
 
 
 
 
 
I guess there was the same group, and so the 
department was essential the same when I left 
ten years ago (lol). Yea mostly the same 
people, teaching classes in the same way, I was 
just on the inside and now I was outside 
 
I really tried to convince myself and it turned 
out to be true that although it is a very formal 
process that the interviewers, the committee, 
would do as much as they could to create a 
relaxed atmosphere, to allow me to be myself, 
to really open that door to allow me to be 
honest and genuine about who I am without 
putting any restrictions otherwise on the 
process.  So, of course I told myself that was 
going to happen just to relax me before I 
interviewed, but I found that to actually be true, 
that there was a certain, and it’s hard to put into 
words really, but there was a certain 
atmosphere created during the entire process 
and not just in the committee interview but also 
with the administration where, again I felt that I 
was given the liberty to truly show them my 
genuine side. 

 
Communication after hire 

  

Receiving inappropriate 
communication from a 
colleague 
Colleague overstepping 
bounds 

PJ 
 
 
 
 

But one thing that somewhat disturbing was my 
colleague called me and basically kind of 
demanded that I come and observe her classes 
and my CV showed that I had experience with 
the community college students at other 
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Administration failing to 
act decisively to resolve 
the issue 
Receiving no 
communication 
 
 
 
 
 
 
 
 
 
 
 
 
Administration failing to 
communicate adequately 
Began working without 
proper orientation 
Very little 
communication 
 
 
 
 
 
Interpreting the 
experience to mean he 
needed to initiate the 
communication 
Experiencing very little 
communication from 
Administration   
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
BG 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

colleges, and so I really felt that… I didn’t 
think it was going to be a good use of my time, 
quite frankly. I didn’t care for the tone of voice 
because it was my impression that she was my 
colleague and not my supervisor. And not even 
my Dean asked me to do that. And I was 
like…at the same time, I was perplexed 
because I hadn’t even signed my contract yet. 
So that was something that was little disturbing, 
and it was a little foretelling of some things that 
came down the road. But overall, there wasn’t a 
lot of communication; I guess I came to see my 
office, but there didn’t seem to be as much as I 
thought probably there should have been. But 
that was kind of the administration falling 
down on that. 
 
There was not much communication at that 
point. It was a matter of once an offer was 
extended basically at that time I was pretty 
much turned loose to kind of work on 
developing courses for each of the fall semester 
courses that we were offering content… So, it 
was pretty much jump in right into it trying to 
move from the hiring process to that we got to 
prepare for students Very little communication, 
that I can remember.   
 
This is five and a half years ago, that I can 
remember there was very little.  And I took that 
to mean that the initiative needed to be on my 
part.  And so therefore from the time that I was 
hired to when I began my role as a permanent 
faculty, I don’t even know if that is the 
appropriate word or not, but the full-time 
faculty position, as a result of my experience at 
the beginning with the visiting scholar, I did 
take more initiative and so most of the 
communication was initiated by me.   
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Little communication by 
phone 
A letter from the 
president 
 
 
 
 
 
 
 
No communication 
Initiated contact with HR 
Dean Kept in touch by 
emails.  
 
 
 
 
 
Receiving a letter of 
employment 

KK 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
Melissa 
 
 
 

It was two phone calls one was about 
scheduling, and one was about office and that 
was about it. So, from the date of hire to the 
date of reporting if that’s the window that you 
were talking about that’s all, oh wait, there’s 
one other thing [smile] I got a letter, I did get a 
letter from the president and it was just one 
letter and that’s not unusual that’s the way it 
worked at ___________ that’s the way it 
worked at 
 
Okay, there was no communication between 
the department and myself. The Dean sent me a 
few emails, we stayed in touch about my paper 
work, and when I would start and getting me 
set up in an office. I didn’t hear anything from 
HR and until I went down there and got the 
bundle of paperwork and they just sent me 
down the hall  
 
Well, I got my letter saying I was hired and 
then I had a new employee orientation.  I had 
that and watched a video. I attended ___ 
training.  And then I had, I had several little 
encounters with people through email.   

Personal values different 
from institution 

  

Failing to identity with 
institution’s hiring 
practices 
 
 
 
Disagreeing with 
institution’s corporate 
style of management 
 
 
 

BG 
 
 
 
 
 
Daniel 

I would say however there are different 
practices that I would probably do differently 
that I have done differently in other 
organizations one of which would be the hiring 
process.  
 
I sense that this is run very much like a 
corporation and if I am accurate in that 
perception or whether it’s again influenced by 
someone else or my true perception, that would 
be something that I would be disillusioned by 
because I don’t feel that we are a corporation.  
And I don’t think it should be run as such.  
We’re an educational institution and I think it 
should be run very differently.   
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Program characteristics 
Describing course as a 
mandatory for students 
 
 
 
 
Describing various math 
courses taught including 
developmental math  
Emphasizing importance 
of not segregating faculty 
according level of 
teaching discipline 
 
 
 
Teaching a social science 
core 
Describing the options 
students have in taking 
the course sequence   

KK 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
Daniel 

__________ is one of the state’s mandated 
courses, since it’s a state mandated course, 
people generally just want to get it out of the 
way and they also generally try to get by with 
doing as little as possible 
 
Here I teach math, college algebra, business 
math, trig, cal, developmental.  Pretty much all 
of us here, all the full-time faculty we pretty 
much want all of us to teach at least one or two 
developmental courses.  So then we know 
where the college level classes are heading.  
We don’t think it’s right if everyone just 
teaches all math.  We don’t like to separate the 
two. 
 
The discipline itself is psychology.  The 
introduction to psychology class, the 
developmental psychology and the psychology 
of personality class are the three classes that are 
considered a core social science class.  So 
students have the option of taking any of those 
three to satisfy that core requirement.  
However, they are recommended to first take 
the introductory class but they don’t have to. 

Faculty commitment   
Explaining in terms of 
dedication to students 
 
Explaining in terms of 
dedication to students  
 
Explaining in terms of 
devotion to students 
Amount of time devoted 
to preparing classes 
Taking work home 
 
 
Explaining that the 
commitment is across 
generations of faculty 

Melissa 
 
 
Michael 
 
 
Lisa 
 
 
 
 
 
 
PJ 
 
 

They are dedicated and highly committed to 
students. 
 
Very high, excellent. They are dedicated and 
highly committed to students. 
 
One hundred percent.  We’re all very devoted.  
We’re prepping all the time, doing something 
all the time.  If we don’t do it here at work, 
we’re doing it outside at our own homes, on our 
own computers. 
 
 
I think we are all committed and sometimes it 
shows itself in different ways.  The faculty who 
have been here for thirty-five years and then we 
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Seeing no distinction in 
level of commitment 
between new and old 
faculty 
Difference may exist in 
manner rather than level 
 
Seeing different levels of 
commitment 
Veteran faculty 
experiencing tiredness 
Veterans increasingly 
avoiding non teaching 
tasks 
Other faculty besides 
veterans being the 
driving force in the 
department 
 
 
 
 
 
 
 
 
 
Explaining that faculty 
commitment goes beyond 
their professionalism 
Displaying a personal 
commitment to students 
 
Explaining commitment 
in terms dedication to 
their programs 
 

 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
BG 
 

have some new faculty that have been here just 
two or three years. 
 
 
 
 
 
well in my discipline, there’s only one other 
full-time faculty member _________ who is a 
pioneer member started at __________ and has 
been here ever since the college opened 
in…and has been here for a very long time… 
and will be the first to admit umm way back 
when it first started and had come over from 
____________ ISD   and was really thrilled 
about teaching college level, and building up 
the program and teaching classes… the other 
stuff not very interested in it and that’s because 
he has been at it for almost forty years and he 
says I am tired he is basically in the process, I 
get the impression that he is basically at the 
process of passing the torch umm and he sort of 
bowed out of the committee assignments that 
were coming up…… a lot the energy that we 
get in this discipline, really comes from our 
adjunct faculty, 
 
Very committed and very, not just 
professionally but I think personally committed 
to the students.  I have sensed that from the 
beginning and I’ve not changed my mind 
whatsoever about that.  
 
They are fully dedicated to the program as well 
 
 

Peer group   
Institutional climate and 
culture 

  

Student characteristics   
 

Student commitment   
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Finding students 
motivated 
Differentiating students 
by age  
Noticing differences in 
commitment level 
depending on time of 
class 
Finding older students to 
have higher commitment 
level 
 
Being followed by 
former students to 
subsequent class 
Finding students are 
more confident 
Older students achieving 
success 
 
 
 
 
 
 
Distinguishing between 
groups of students 
Students needing to be 
motivated 
Expressing the 
hopelessness of the 
situation; students that 
can be motivated 
 
Finding level of 
commitment declining 
among certain groups of 
students 
Attributing emotional 
immaturity to be 
responsible for  
commitment 

Michael 
 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
Daniel 

They are motivated. It also depends on whether 
they are daytime or evening students. Because 
of their age, usually the daytime students are 
younger and more fun and energetic in their 
learning because they are young. The evening 
class is different. They all have jobs, and they 
are older. They want to improve their lives and 
their future, after a long day at work, and traffic 
problems, they still come with me… to learn. 
They are quite different. 

 
 
A lot of them have followed me in trig and trig 
is much harder.  There’s a lot to know.  They 
work hard.  They learn.  They learn my style. I 
tell them, if you learn me, you hang with me, 
you will be just as fast and just as good because 
you step up to the level.  And they do, it’s cool 
to see those come around.  They build a 
confidence in themselves.  Wow, I get it.  I 
have older students who told me they took 
college algebra three times and they finally 
heard other friends, take Ms. ____, she teaches 
you.  You will get it.   
 
I don’t think you can average it out because 
there is always that handful that is just hard 
workers and their going to be successful in 
whatever they do.  And then there are some 
kind of in the middle, if you can get them 
motivated you can get them successful. And 
then there’s some that you can’t do anything 
for. 
 
It appears, and maybe I need more time to 
come to a little bit more conclusive point on 
this, but it appears as though the longer I do 
this, that the commitment level is decreasing.  
Again, I don’t know it could be a matter of, the 
way things are, it’s coincidence.  Maybe I’ve 
had less mature classes recently.  So I used to 
think that was the case but the longer I teach 
the more I think it is a true trend that students 
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are coming out of secondary schooling less 
emotionally as well as academically ready and 
therefore less committed to a college level 
education. 
 

Atmosphere at the 
District 

  

Feelings of surprise as a 
new faculty 

  

Explaining in terms of 
stress; heavy workload, 
unfamiliarity with 
teaching assignment 
 
 
 
Describing workload as 
heavy 
Finding present 
experiences different 
from previous position as 
adjunct faculty 
Attributing inexperience 
as one the factors that 
exacerbated the feeling  
 
Feeling of exhaustion 
Participating in several 
non teaching duties 
Receiving inaccurate 
information  
Receiving an unfavorable 
evaluation for not using 
technology in classroom  
 
 
 
 
 
 
 
 
 

Daniel 
 
 
 
 
 
 
BG 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The first word that comes to mind is stress, 
great, great amount of stress.  Huge learning 
curve for me because I had never taught.  Also, 
because the classes which I would be teaching 
were so much broader than my graduate 
schooling 
 
It was heavy [followed by loud laughter] as I 
have shared I think I had to develop at least 5 
maybe 6 new courses from the scratch and 
having not taught at the college level I taught 
one like as in a = day of week only night class 
as an Adjunct but it was totally different and it 
took some time just to… to get my feet wet and 
to understand the process o 
 
 
so one of the principal feelings was exhaustion. 
I sat on several search committees kind of that 
was standard for Visiting Scholars to get an 
idea of the interview process, but I am not sure 
if it’s really a sound way to committee 
assignments in retrospect, but I had several 
committee assignments, I had umm, I had these 
five clubs…. Every time that I was doing that it 
seemed like nothing, that I couldn’t do what’s 
good enough umm my evaluation was mediocre 
after a class visit from a dean that was 
particular the second year largely because the 
main fault that the dean saw was that I was not 
using technology enough. 
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Being over worked 
Coordinating classes 
Receiving release time to 
make workload 
manageable 
Feeling overworked 
 
Not being adequately 
prepared to comply with 
evaluation procedures 
Feeling of frustration 
Increasing stress levels 
due fear of losing job 
  
 
 
 
 
 
 
 
 
 
 

Michael 
 
 
 
 
 
 
KK 

The first year full-time, I honestly was fully 
loaded. I taught a full load plus 1 extra service. 
I was also a coordinator and received 20 
percent release time for that. I think the time 
was not enough…. I am only one head and two 
hands, I couldn’t teach more. 

 
One thing that was a surprise to me was the 
Individual Action Plan, the system the 
evaluation system for full-time faculty is 
different from the way it was for adjuncts, and 
the Individual Action Plan as I filled it out I 
was completely confused because I really got 
no preparation for it, I had no guide and I 
looked at this and it was due by a certain date, 
and I was trembling, and stressing out about it 
and I looked up at _________ _______ and  I 
said, and she looks at me and she said are you 
doing okay and I said I am a little stressed 
actually and she said what is this and I said it’s 
about this Individual Action Plan, she goes oh, 
that. 
 

Handling feelings   
Relying on spousal 
support 
Relying on collegial 
support 
Seeking support from 
trusted faculty  
Employing personal 
coping mechanisms 
 
 
 
 
 
Being confident 
Possessing strong 
credentials 
Relying on social 
connections 

Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 

I think one of the things that really helped me, 
there were some personal ways of dealing with 
it.  For example, my wife was also transitioning 
into a new type of career so we would use each 
other as, not therapists, but we would use each 
other as support.  That greatly helped.  Aside 
from that it really helped me to find one or two 
colleagues with whom I could share 
comfortably my struggles.  People who I knew 
I could talk about my lack of confidence at the 
time without feeling judged by them.  I think 
that gave me a great amount of support. 
  
Well, I made sure I was qualified and I 
continued to work on my qualifications. Also, I 
am a fairly sociable person so I don’t mind 
social network and actually quite frankly, it’s 
very nice to learn about other folks and to know 
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Ignoring it 
Being defiant 
Justifying approach as a 
personal coping 
mechanism  
Refusing to be defeated 
Doing a job reason 
enough to be there 

 
 
 
 
 
KK 

about other colleges so… but I don’t have 
ambitions right now for Administration so, 
quite frankly it wasn’t something that was 
critical for me. 
 
How did I handle them … I umm ha, ugh ha, 
honestly I didn’t I simply ignored them and 
went on, I was just moving on saying just 
trying to my job. I guess that’s a way of 
handling it, it’s a form of coping mechanism, 
just trying to do my job, to do what I am 
supposed to be doing. 

Finding out about goals, 
policies, expectations 

  

Discovering procedural 
ambiguities 
Finding out discrepancies 
between vocational and 
credit classes 
credentialing 
requirements 
Finding out discrepancies 
on criteria for issuing 3 
year contracts 
 
 
 
 
 
 
 
 
 
 
 
Finding no clear path in 
obtaining information 
regarding goals policies 
 
 
 

BG 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 

I must say was a little vague. About the only 
thing that I knew about was of course from 
credentialing standpoint was SACS required 
me as a professor to have in order to teach 
things such as transfer courses which is why it 
was important for me to come in initially to go 
ahead not just have the 18 graduate hours but to 
get the Master’s degree… as I shared a little bit 
ago here I like to know what success looks like 
and I know the program needs to grow 
enrollment needs to rise but there was no 
magical number as it relates to if you hit you 
know 100 students in the program or 200 
students in the program or 300 students in the 
program this is what success is going to be or 
this is what equates to a 3 year contract versus a 
1 year contract. The program evaluation 
process was not as clear as I would have liked it 
to be and to be quite honest umm we are still 
kind of defining that type of process today. 
 
I learned about all of that on an as needed basis.  
I can’t think of any other way to answer that. 
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Transferring previously 
gained experiences from 
another college to present 
institution 
Becoming more aware 
policies as a result of 
representing discipline at 
the district level  
Learning in haphazard 
manner 
 
 
 
 
 
 
 
Finding out in a more 
systematic manner 
Ability to use workgroup 
Benefits from mentoring 
Dean’s input 
Utilizing other sources 
such as faculty handbook 
 
 
 
Learning from 
instructor’s manual 
Utilizing faculty from 
other campuses 
Relying on information 
left by predecessor 

KK 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
Michael 

Goals, and policies and expectations, I learned 
about goals policies and expectations when I 
was at [name of college], I learned about them 
from talking with [name of person] we talked a 
bit. When I came here I learned about the goals 
and policies … I already had an idea thanks to 
[name of person] and I simply transported those 
goals and policies over as such from there to 
here. I learned about other goals and policies 
when I became the district representative, not 
just the ________ representative but the district 
academic curriculum committee I found this 
whole constellation of other requirements, and 
other mandates and other recommendations, 
other assessments and things that I wasn’t 
really aware of while I was at [name of college] 
 
I learned about expectations at the workgroup 
meetings.  I could observe them there.  Goals, 
goals probably from the workgroup meetings, 
and when I was mentored.  That’s how I 
learned about that.  Policies, probably from my 
dean.  They have a faculty handbook but no one 
really reads it.  It’s online.  I think it’s updated 
now.  
 
 
Instructor’s manual, teaching is teaching. I 
don’t know a lot about these kinds of policies. 
PROBE : 
No, monthly, every Friday afternoon I 
forgot…Yeah 
PROBE:  
In my discipline, it was from my predecessor, 
he gave me his syllabus, policy manual and 
reference books, old lab manuals. Of course 
now I have improved and changed. Also, 
sometimes during the NCCD conference day, I 
learned from other faculty, one in particular 
used to be faculty at my college before he 
transferred to another college. I visited his 
college. He invited me to his college and shared 
a lot of information with me. I gathered a lot of 
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information for one of my teaching fields. For 
my other teaching field, I went to another 
college. So, part was already here from a 
former colleague, and other part was from the 2 
colleges that I mentioned. Now, I have my 
own. 
 
  

VOE program Highlights     
Building relationships 
Knowing what else is 
being offered by the 
district  
Being part of a Retreat  
 
 
 
 
Being energized by 
people 
Interacting with other 
faculty 
Getting to know people 
Relationship building 
 
 
 
 
 
 
 
 
 
 
Forging fraternal ties as a 
result of the Retreat  
Cohesive relationships 
 
 
 
 
 
 

BG 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 

Number one I would say just being able to 
build new relationships with other new faculty 
to enhance the orientation that we received at 
the district level to each of the sites within the 
system learn what the programs were there… 
there’s a retreat that they had at the beginning 
of it which was good and it was during I think 
it was during none school time … 
 
I don’t know how much of this is because of 
my personality and also my, I’m very much an 
extrovert.  I’m energized by interaction, by 
being around other people.  So I don’t know 
how much of it is that and in conjunction with 
my training again as a therapist, but the 
highlight for me was not the content.  In fact, I 
don’t know if some of the subsequent questions 
are going to be about content, they may be very 
weak responses because for me the highlight 
was about the interaction that I had with other 
people going through the program.  Getting to 
know other people from various colleges in the 
district, that for me was the highlight.  Just 
learning from those interactions.   
 
The retreat had certain strengths that you just 
can’t get through any other means and that is 
the meeting of colleagues from around the 
district knowing who your brothers and sister 
are in the district, in your discipline, in the way 
that the discipline is and that kind of 
camaraderie, that cohort experience that you 
get from that retreat, there’s no substitute for it. 
That was a real highlight. 
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Bonding with other 
colleagues 
Seeing the district 
leadership 
Making connections 
Sharing experiences 
beyond one’s campus 
 
 
 
Getting to know people 
Connecting with other 
faculty from outside 
one’s campus 
Sharing teaching and 
learning philosophies 
with one another 
Sharing different 
experiences with one 
another 
Seeing different 
campuses 
Opportunity to hear guest 
speakers from outside the 
country 
 
 
 
Meeting other people 
Learning about the 
history of the district 
 
 
 
 
 
Finding out information 
on procedural issues from 
others outside of her own 
campus 
Cultivating new 
friendships 
Extending collegiality 

Melissa 
 
 
 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 

Probably the highlights were meeting people 
from different campuses.  Bonding with people 
outside of your campus.  Hearing their 
experiences.  How they are different, same, as 
you are.  Seeing other people.  I like seeing 
administrators.  I like learning of the presidents 
of other campuses. I got to meet .A.  You know 
bonding with different people.  It was fun.  I 
like it.  Talking. 
 
That’s been awhile. I cannot remember 
everything in detail, but just that is a very good 
activity. It is a very, very good activity. It is for 
you to know people, for you to know your 
colleagues in same and different discipline 
from different campuses. Also, we shared and 
learned the teaching experiences, the methods, 
and philosophy. Also, to know how far people 
were driving, northwest, east and south, all the 
campuses, because you have to visit all the 
campuses one by one. That is good to go out of 
your location to visit other places; other sites 
still in the same town (county), but other 
locations. That is very good. They also invited 
a guest speaker, a lady from Canada. I liked it. I 
am very busy every Friday, but I still found 
time to go. 
 
Some of the highlights were to meet the other 
folks on the other campuses, to see the other 
campuses and to see how the District worked 
and to become a little bit more familiar with the 
history. I don’t think I was critical in my first 
year, and I think that some of those lessons 
could have been taken out quite frankly. 
 
I think being able to meet people from other 
campuses. Not only was I able to meet people 
teaching Math at other campuses but just 
people, you know, like I said my peer group did 
not necessarily restrict to Math teachers. So 
talking to people from other campuses, (asking) 
“how do you do it there, (and responding) oh 
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beyond her discipline 
Making connections 
 
 
 
 
 
Finding the timing of the 
retreat suitable 
Acquiring classroom 
management skills 
learning about students’ 
personalities 
 

 
 
 
 
 
 
 
BG 

really” you know and seeing that maybe some 
thing’s could be changed, other campuses are 
doing it one way, why can we change? So the 
interaction and the collegiality of interacting 
with not only the new faculty but the people 
running the program, A 
 
there were some very interesting topics such as 
mm such as things as learning how to manage 
the classroom better things such as personalities 
of the students as well as of yourself as the 
faculty how that relates to how you deliver the 
content 
 

What they learned as a 
result of participating in 
VOE 

  

Discovering 
introspectively about 
personal strengths 
Learning about different 
assessment techniques 
 
 
 
 
 
Understanding different 
learning styles 
Observing seasoned 
faculty teach 
Experiencing different 
teaching strategies 
 
 
 
Learning how to create 
syllabus 
Knowing about students’ 
learning styles 
Using true colors to 
understand strengths 
Discovering best 

KK 
 
 
 
 
 
 
 
 
 
BG 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 

I have been through the program 3 times 
already. My first year some of the highlights 
were the true colors workshop is probably one 
of the most useful umm that is a terrific 
workshop. It’s a little too short for the amount 
of the material that needs to be covered, but it 
is a terrific workshop. The workshop on 
formative versus summative assessments that’s 
a good one too and I’ll like to see it enhanced 
 
Learning the different learning styles of 
students the different personalities of students. 
The other thing that was very I think that was 
probably one of the most important things that I 
walked away from VOE with was learning 
other teachers strategies that they used in the 
classroom not so much what they taught but 
how they taught it ugh different drills 
 
We learned like a series of modules so we 
learned about teaching and learning, best 
practices.  So all the models we learned, how to 
make an effective syllabus.  We could apply it 
in our classes.  Learning styles.  We did an 
activity about learning styles.  What are your 
colors, you know.  You figured out what you 



177 

practices 
Taking practical 
applications to apply 
immediately in her 
classes 
 
Learning about how to 
deal with potential 
problems in the 
classroom 
Being exposed to the 
culture of the district 
Reinforcing the values of 
the district 
 
Discovering ways to 
access resources on 
behalf of students 
Knowing the various 
facilitators of students 
needs 
 
 
 
 
 
 
 
Discovering effective 
teaching methods 
Ability to use different 
teaching modalities 
reinforced  
 
 
 
 
 
 
 
 
 
Learning about the 

 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
 
 
 
 
 
Daniel 

were.  So what are you and what are your 
students.  Whoa, not the same probably.  I’m a 
gold.  My students are probably orange or blue.  
Blue is touchy, feely.  A gold is very organized.  
I’m gold. 
 
Because each time there was a lecture or talks 
designed on various topics. These session 
topics provided relevant information as to 
possible problems you could face. They 
stressed NCCD culture and NCCD values. 
 
 
 
 
It didn’t help me understand the students better, 
I already…I was pretty aware of what was 
happening. I was an Adjunct with the District 
for a number of years before I started. What it 
did help me is to tap into the resources of the 
District and I think that’s the biggest 
contribution of the Visions of Excellence. 
 
PROBE: 
From Learning Assistance Centers to Financial 
Aid, Scholarships to you know, to grants and 
programs to etc. 
 
I think when I first started teaching I didn’t 
teach the way that you’ve been taught.  And the 
way I was taught in Math was the teacher 
worked problems on the board the whole class 
period and I copied them down and that worked 
just fine for me, I could learn very easily that 
way, but I’m a Math person. So VOE in 
combination with some of the courses that I 
took in Math education at UT showed me that 
there’s another way to teach.  And so – I’d 
already begun this transition before I came, but 
VOE helped solidify it. Don’t lecture the whole 
class period, you know, use some active 
learning. 
I don’t know that I can even answer that.  I 
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districts caring of its 
students 
Seeing through the eyes 
of program organizers 

think it did allow me to become more 
convinced that even at the college level that we 
really care about these people that we are 
educating.  I really think it helped to give me a 
better sense of that.  I sensed it from the people 
that ran the VOE as well as from the people in 
the program. 
 

Level of administrative 
support to attend VOE 

  

Finding level of support 
adequate 
 
 
 
 
 
Finding support from 
colleagues 
Receiving adequate 
support from 
administration including 
working around 
schedules 
 
 
 
 
 
Receiving support from 
colleagues; members of 
the VOE cohort 
Feeling like they were in 
it together 
Discovering that program 
completion was not 
necessary for eligibility 
for a 3 year contract 
 
 
 
 
 

BG 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
 
 
 

I would have to say unlimited support they 
were at the time on board with the program 
never had a hassle because that was one of my 
concerns not only with VOE but coming in 
trying to make myself a much better professor 
or instructor. 
 
Well, I don’t, it wasn’t necessarily from my 
supervisors.  It was more from my colleagues 
and in particular I believe the term is champion, 
and I’m thinking of one person in particular.  
So great encouragement, great support to 
attend.  As far as working around my schedule 
and so forth from the administrative, from the 
dean, there was definitely support.  Nothing 
that would inhibit me from being able to attend 
the sessions.  I felt very much supported in 
taking part of the program. 
 
We all felt like we are in this together, there is a 
real cohort effect. I still [laughter] talk to 
_________ and _________ is two doors down 
from me__________ was in my cohort and 
umm it was nice to see familiar faces and they 
were able to support me the entire time that I 
was in VOE. Some of my cohort like 
__________up at [name of college] he was 
great, we sometimes we felt like it was 
something we really, really enjoyed and 
sometimes we talked about it like this was 
something we were suffering through so we can 
qualify for the same award later, later found out 
that was not the district policy about making 
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Receiving no 
administrative support 
Blaming lack of support 
on failure to 
communicate program 
purpose to all 
 
 
 
 
Attributing full support 
that she received from 
administration for being 
responsible for her to 
participate in an 
important ritual of the 
program 
 
Receiving full support 
from Dean  
 
 
 
 
Receiving no support 
from administration 
Discovering that support 
was not uniform as across 
the District 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
Michael 
 
 
 
 
 
PJ 

VOE a requirement, prerequisite for eligibility 
for a 3 year contract and that might actually 
have been discussed at the faculty association 
convention I am not sure. 
 
PROBE: 
Absolutely none, none whatsoever. When I was 
at [name of college] I am not even sure 
____________ was aware of its existence umm 
and also here there are facets and key players 
on this campus that aren’t aware of its existence 
as well. Something went wrong with 
communicating the Visions of Excellence 
program to the campuses and colleges 
 
100%.  I did the slumber party, sleepover.  I 
attended all the Friday meetings.  I even won 
the award, see that top one?  There’s my 
completion.  Visions of Excellence, faculty 
orientation.   
 

 
Full support. Dr [C] will always ask me would 
you be there on Friday. And I always said yes. 
My Dean would say don’t worry about time or 
your work here just go. So, everybody gave me 
total support. 
 
It was just happenstance that my classes didn’t 
meet at that time. I don’t think there was a lot 
of support, quite frankly. And that’s something 
that needs to be considered when folks are 
being hired. They need to make sure that they 
have that time frame. The other thing that I 
found disturbing is the fact that at some 
institutions, some of our colleges, new faculty 
were getting release time to attend Visions of 
Excellence, whereas many of us were not given 
that time. So, we had to teach, fulfill other 
responsibilities in addition to that. 
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Describing help she 
received from faculty at 
her institution; faculty 
association, VPI 
 
 
 
 
 
 
 
 
 
 
 
Explaining that 
mentoring program was 
not part of VOE but part 
of her colleges internal 
effort to assist new 
faculty become aware of 
procedures 

PROBE: 
Some of the positive help that I got from them 
was in just orienting me to where things were, 
who’s with whom etc. where the copier was 
etc. things like that. And also we had a 
mentoring program here at [name of college] 
that was very good that was headed by Dr Bt 
who’s the VPI at that time and two of the 
Deans. The head of the Faculty Association 
was very good and she made sure that we had 
information on the IAPS, how to fill that out, 
how the IAP process works, and just being 
aware of programs and resources that were 
available here… So, I think that probably the 
most positive experience was that of mentoring 
program. And the fact that informally, many of 
the experienced faculty members stepped in to 
mentor. 
 
PROBE 
No, this was [name of college] 

Feedback from VOE 
sessions 
 

  

Acquiring skills in 
classroom management 
Experiencing different 
assessment techniques 
Being exposed to 
classroom technology 
 
 
 
 
Retreat 
Visiting other campuses 
Learning more about the 
district from those 
interactions 
 
 
 

BG 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 

classroom management strategies utilizing 
different resources talking about things as far as 
umm technology the use of it in the classroom 
some of the skills the tit bits from the seasoned 
faculty members as it relates to basic course 
skills such as Bloom’s taxonomy testing 
making up different types of test making sure 
that you’ve got a good strong evaluation history 
yourself as a faculty 
 
Probably the retreat was probably the most 
effective way to transmit that, but also the fact 
that we visited the different colleges, I think 
that’s where we…personally I think that’s 
where I learned more about the District than 
any other program 
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Learning about best 
practices in teaching 
Understanding different 
learning styles 
Using technology in the 
classroom 

Melissa Well, probably one of them, the best practices 
for students, whether it’s using the math lab, 
you know, the tutorials.  That’s a best practice.  
What can help them retain what they are 
learning.  Another one is the learning styles.  If 
we use, in college algebra, the graphing 
calculator, my kinesthetic learners love it.  Oh, 
because they are touching something.  They are 
hearing me.  They are seeing it visual, but they 
are also touching a toy.  Some of them are 
scared of it at first, but they love it.  Some of 
the other ones, like syllabuses, we a math 
department, we do that. ….online, learning e-
campus, you know, that was one, technology.  
Some of them were just, how to conduct 
yourself and acting out scenes. 

First week of classes   
Feeling of nervousness 
Feeling insecure 
 
 
 
 
 
 
 
 
 
Feeling anxious 
Feeling of uncertainty  

BG 
 
 
 
 
 
 
 
 
 
 
Daniel 

sum it up in one word anticipation the week 
leading up to classes still today [defensive]  I 
think the first day of classes is the most 
important day of all the class for the semester  
because it sets the tone and …first coming here 
the first day or first week of class a little 
nervousness again because of kind of what I 
was sharing about not sure if what I was going 
to be providing was adequate for what they 
needed…  
 
I think there was a lot of anxiety but it wasn’t 
so much about what was going on that week.  
The anxiety mostly came about how the rest of 
the semester was going to unfold. 
 

Adjusting to student’s 
academic readiness 

  

Feeling surprised at 
students’ writing skills 
Expecting college 
students to be better than 
HS 
 
 
 

BG 
 
 
 
 
 
 
 

And I would say I came in with uneasiness (not 
sure) and not knowing what to anticipate as far 
as on expectancy level, but what I wasn’t 
prepared for initially was the under-
preparedness of the student at the college the 
community college level. For instance, when I  
received my first papers back as  an assignment 
… grammatical errors you know syntax errors 
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Problem still ongoing  
Devising ways to handle 
each student deficiencies 
Frustrating when students 
fail to follow up 
Conducting individual 
assessments with each 
student 
 
 
 
Changing the way that 
students are assessed 
 
 
 
 
 
 
 
 
 
Making changes in 
speech pattern 
Reinforcing homework 
and practice tests 
Engaging in reverse 
psychology with her 
students 
 
 
 
 
 
 
 
Employing a variety of 
strategies based on 
student’s age 

 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 
Michael 
 
 

things that I had taught my high school students 
to do that I thought we were way beyond at the 
community college  level 
 
That’s something that I think I’m still 
struggling with because there is so much 
variation again and from one student to the next 
as far as how academically ready they are.  But 
something I always attempt to do as much as 
possible is meet with students individually to 
assess at a deeper level their readiness and to 
individually address their needs.  But a lot of 
times students just don’t follow up.  In fact they 
miss appointments and so forth. 
 
The biggest adjustment period is through my 
experience teaching developmental writing 
that’s how I adjusted. I came in with open eyes, 
knowing what to expect, the kinds of structural 
adjustments I needed to make. I found that I, I 
have to I actually ended up having to tap 
formative assessments much more frequently 
that I ever thought I would do and I also 
disguised those formative assessments as 
summative assessments. 
 
I had to mentally relax.  You know, can you 
believe this?  I used to talk faster!  I had to, 
number one, I had to slow down in the way I 
presented.  I still have the rigor of expectations.  
And I still put the stuff on the test.  But I 
present it in class as well.  And I try to be very 
thorough when I’m teaching and I tell them 
what they need to study and the practice 
homework and this and this and this.  So I do 
my part.  I tell them, I say, y’all I’m doing my 
job, now you need to do your job.  Your job is 
to do your practice so you can show me your 
stuff on the test.   
 
It depends on the age. Some students are still 
young. For example, some students do not 
know the importance of a high GPA. I tell them 
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Ascertaining weaknesses 
with test surveys for all 
classes in the early in the 
semester 
 
 
 
Having been acquainted 
with student population 
as a result of teaching as 
an adjunct she made no 
adjustments 
 
Accounting for her 
extensive full-time and 
part-time teaching 
experience 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
Lisa 

that nobody will hire a student with a GPA as 
low as 1.7. The younger students rely on their 
parents. They say, my mum, my dad make 
me… For the older students it is different. They 
are aware of the high demands expected of 
them, they are also very objective. 
 
PROBE: 
I do survey to see why each student is taking 
the class. I do this survey immediately after 
each test for the first couple of months. I also 
do the test for both my day and evening 
students 
 
I was already adjusted to it because I had taught 
as an Adjunct. So, I knew I was going to have a 
broad range and so you kind of work with that. 
 
 
 
 
I knew -- I was ready for that 

Obstacles to professional 
success during the first 
year 

  

Finding resistance among 
some of her colleagues  
Dean’s failure to take 
action was an 
impediment 
 
Finding that 
administrative 
responsibilities impeded 
her effectiveness in the 
classroom 
 
 
 
 

PJ 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 

I think probably the biggest obstacles were 
some of my colleagues, and the fact that the 
Dean didn’t intervene, and work on me to make 
sure that things were done well, and that there 
was a certain amount of collaboration 
 
Being department chair, it took so much I’ve 
my time I felt like instead of me being the best 
teacher in the Math department, sometimes I 
might have been the worst, because of the time 
constraints and doing the administrative duties 
too. 
 
 
 



184 

Lacking the benefits of a 
newcomer orientation 
 
 
 
 
 
 
 
Working on getting a 
masters degree during the 
first year 
Being deprived of the 
benefits of integrating 
early with other faculty 
on committee 
assignments 

BG 
 
 
 
 
 
 
 
 
Melissa 

Again I would say not having a more in depth 
orientation. My background I am used to being 
more of a self-starter motivated and take it and 
develop as I go. I am sure we are going to talk 
about the VOE but the Visions of Excellence 
Program wasn’t started I don’t think If I am to 
get my facts correct until after I had already 
started in my position. 
 
Maybe an obstacle or constraint was that I was 
working on my master’s.  So I was divided 
mentally.  It was like I had to be 100% here, 
you know you want to prove yourself if you’re 
new on the job and you have these classes, do 
this, you want to make sure they are proud they 
chose you as full-time faculty.  But then I’m 
going to school every night.  And you have to 
study and do homework and, probably that.  I 
wasn’t on a lot of committees my first couple 
of years. 

First year different from 
participant expectation 

  

Overwhelming first year 
experience 
Teaching more classes 
than anticipated 
 
 
Realizing he could not 
cover everything in the 
text 
 
 
Although being familiar 
with work load demands 
was not expecting the self 
evaluation process to 
prove difficult 
 
 
 
 
 

BG 
 
 
 
 
 
Daniel 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 

I had to describe my first year in one word it 
would probably be overwhelming. One of the 
things I saw as a plus was having at least 5 
years of teaching experience but it was at he 
high school level, 
 
I think my first year, for whatever foolish 
reason, I told myself that I must cover 
everything in the textbook and as soon as I let 
go of that obsessive idea, I 
 
I have already sat on a select committee as an 
adjunct instructor regarding textbook choice, 
and umm so, since I had already had some 
incline as to the workload responsibilities and 
such. One thing that was a surprise to me was 
the Individual Action Plan, the system the 
evaluation system for full-time faculty is 
different from the way it was for adjuncts, and 
the Individual Action Plan as I filled it out I 
was completely confused… 
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Accounting for the level 
of freedom experienced 
during the first year 
Coming from the HS did 
not expect to see so much 
freedom for faculty 
 
  

Melissa 
 

Probably having more freedom, because you 
don’t think it but there is.  You know, you can 
teach and leave, come.  It’s college so the 
students go, like….disperse.  Then you come 
do your thing and then you go back.  That was 
different, weird.  I think you have freedom and 
you come back to your office or wherever and 
then you do your thing and then leave.  Or you 
go to your meeting.  No one is watching you.  
Everyone is running like a freak, whatever.  So 
you just do your stuff and then you come 
together when you need.   

Second year different 
from first 
 

  

Experiencing less stress 
Making conscious 
decisions to manage 
teaching materials 
effectively 
Experiencing less anxiety 
 
 
 
 
 
 
 
 
Being more comfortable 
Getting involved in 
various aspects of the 
college 
Immersing self in visible 
activities to get 
recognition 
 
 
 
 
 
 
 

Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 

The level of stress was much, much lower, 
anxiety.  I had established a more structured 
semester.  I had made some decisions such as 
how much time to devote to particular topics.  I 
was able to decide what topics not to address in 
my classes.  I think my first year, for whatever 
foolish reason, I told myself that I must cover 
everything in the textbook and as soon as I let 
go of that obsessive idea, I think I began to 
enjoy my job much more.  And so I began to be 
able to make decisions I would say right around 
my second year, as far as how much time do I 
devote to this topic versus that one. 
 
Probably I was more comfortable.  Probably 
my teaching schedule was a little more 
balanced because I was on more committees.  I 
started becoming involved.  I was on faculty 
association.  I was a division rep for math and 
science.  I started traveling more because we 
got a grant called Achieving the Dream and I 
went to Austin for the initial grant and then I 
went to the strategy institute.  So I became 
more involved and I was on a lot of big 
committees, budget and planning.  I got, I was 
into everything.  Yeah, that’s how it helped me 
really integrate myself into the school very 
quick.  The more you are on, the more you 
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Being familiar with the 
course material 
Building relationships 
with adjunct faculty 
Getting to expand on 
network of colleagues  
 
 
 
 
 
 
 
 
 
Feeling more comfortable 
Getting to know more 
people; being more a part 
of the institution 
 
 
 
 
 
Feeling more confident to 
handle most of the tasks 
in the department 
 
 
 
 
Finding ways to 
overcome internal 
resistance 
Feeling a bit more secure 
Developing other courses 
in the program 
Focusing on student 
success 

 
 
 
 
BG 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 

hear, the more you learn, the more you observe 
different people you are with, you are going to 
learn it. 
 
The one plus, automatically was that a majority 
of the core courses in my program. I had 
already taught at least once so instead of having 
to do 5 to 6 different preps, it was one to two. 
That in an of itself prepared me better to teach 
the courses because you know, I adopted the 
text and gone through the process of putting the 
curriculum in place so a lot of that was already 
there so I basically just more of a comfort level 
knowing what to expect was a big plus coupled 
with that having now additional faculty 
building relationships with the others I could 
call or go by and see in their offices to basically 
ask for any assistance 
 
I guess I was a little settled in, I had learned a 
lot from my experiential learning.  It was still 
hectic; I was still department chair and getting 
extra service contracts.  So, I don’t know, I 
guess I just felt more comfortable with people.  
You know, I always felt comfortable with the 
job, the classroom teaching.  But after a year 
I’d met a lot of people and so felt more a part. 
 
Now, I am more confident. Now I am full of 
the success experience. They also say about the 
second year, after one of practice, after one 
year of being a supervisor, and organizing, I 
feel that I can handle most of the things 
smoothly. 
 
In the second year I was not so naïve, I suppose 
I can say. I wasn’t trying to be liked by 
everyone and umm I understood that if so and 
so umm… is that… I had a little bit more 
security as far as knowing that if so and so you 
know, hits a ceiling every time I go by that’s 
not going to mean that I am going to be fired 
and so I think that I gained a little bit more 
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Getting ready to 
transition into adjunct 
faculty status before 
learning about a new 
position opening at 
another college 
 

 
 
 
 
 
 
 
 
 
KK 

security um and realized that I continued doing 
my job and to work with the students umm… 
also the fact that in the second year I think 
that’s when I started the Spanish program and 
the Spanish Club. And so that’s another 
wonderful way to work with you know other 
folks beyond you know some of my colleagues 
that were not working with me. 
 
My second year was simply a…what I was 
teaching not only teaching full-time, I had a 
couple of extra service contracts; I was also 
sponsoring several clubs. I was an active 
instructor at [name of college], but the 
assignment which was a…it was called the 
Visiting Scholar position. Visiting Scholar 
program had a maximum life span of two years 
per instructor. And I reached the end of that 2-
year period and was fully prepared to go back 
to adjunct status. I then was informed of an 
interview process here at [name of college] 
 

Comparing present career 
with when first began 

  

Feeling more comfortable 
Knowing what to expect 
Looking forward to 
making improvements to 
the program 
Being in control 
 
 
 
Feeling more comfortable 
Feeling more secure with 
a 3-year contract 
Having a voice 
Being recognized by 
colleagues 
Pursuing an advanced 
degree 
 
 

BG 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 

I feel more comfortable, more relaxed, now that 
I know what to expect. The workload is pretty 
much the same although I don’t do as much 
preps and now that I have said that it might 
change because I am currently looking to adopt 
some new texts with online capabilities so that 
may entail revamping the current curriculum to 
reflect these new enhancements and changes. 
 
Oh, well, it’s different now because, well, I’ve 
had it, but I have a 3-year contract.  I’ve had it 
for awhile now.  I’m teaching an online 
developmental course.  Never in my wildest 
dreams….I have a voice here.  People know 
who I am.  If you say ____, they are going to 
go, oh yeah.  Everyone knows I teach math.  
I’m known probably even at other places, you 
know within the district, people know who I 
am.  I’ve even gone to school myself to get a 
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Feeling more secure with 
a 3-year contract 
 
 
 
 
 
Shifting focus to 
developing pedagogy 
Using more college 
resources to make course 
more visible  
 
 
 
 
 
 
 
 
 
 
Feeling relieved from the 
administrative tasks 
Terminating her  pursuit 
of the  doctoral degree, 
she has more time to 
devote to cultivating 
friendships pursue other 
interests 
Feeling like she can be a 
conduit for adjuncts to 
become less alienated 
within the department 
Making herself available 
to adjunct faculty 

 
 
 
 
 
 
Michael 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 

doctorate, that’s different.  I’m just more 
comfortable.  I have a voice. I can say that no, I 
don’t think this is appropriate or we need to do 
it this way.  I’m not shy.  Probably that, just a 
lot more comfortable. 
 
The only difference was that I am more secure, 
more safe. Initially I was given 1-year contract, 
now I have a 3-year contract. Of course I never 
worried that I would be laid off or anything like 
that. From the outset, it was a very good fit 
between the school and me.  
 
Probably I’m more interested in pedagogy and 
language and learning versus literature and 
culture so much that I was…my program that I 
graduated from was more of a literary program. 
And so I’m a little bit more interested now in 
how and why students learn Spanish versus 
what’s the meaning of [inaudible]. Not that I 
don’t use the literature, actually I do make sure 
that I have key component of them because it is 
a very important aspect to me. And also what I 
have done is that I have channeled that through 
doing presentations, through the SPAR 
programs we do presentations to let the whole 
[name of college] watch the two classes 
 
No more department chairs. (lol)  I do have 
more time to devote to my classes and I 
actually just uh -- just quit the PhD program so 
I don’t have that monkey on my back anymore.  
I feel that the weight of the world has been 
lifted off my shoulders. So, I’m more focused 
on the math program here at [name of college].  
I’m actually trying to pull together some 
adjunct participation again, because when I was 
department chair our adjuncts – we had 
meetings with them once a month and they 
said, you know “no one has ever talked to us 
here, and we are starting to feel more a part of 
the department.”  Then the department chairs 
went away and we had deans and the adjuncts 
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were feeling isolated again. So I’m trying to see 
what I can do about that.  I’ve been evaluating 
some of them and personally telling them to 
“call me” if you have any questions.  
 
  

When perceived oneself 
as insider 

  

Turning point was at 
interview 
Convincing performance 
during the interview with 
his college leadership  
 
 
 
 
 
Signing a 3-year contract  
Running for faculty 
association president 
Being validated by others 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Being part of budgetary 
and planning  
Others accepting what he 
has to say 
Contributing actively in 
decision making 
 Internalizing the 

KK 
 
 
 
 
 
 
 
 
 
Melisa 
 
 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

I became acutely aware of that with the 
interview for the position at [name of college] 
when I was a finalist and I spoke with 
____________ and I spoke with the president 
and vice president of instruction and the dean at 
the time, and I turned the interview around on 
them. I really didn’t feel fully a part of the 
NCCD system or agency culture or any of that 
until that moment. 
 
Probably around my third or fourth year.  Then 
I got a full three year contract and then when I 
ran for faculty president against one of the 
veterans, whoa, that shook up the system 
around here, baby, let me tell you.  I didn’t get 
it, but it made the person running against me, 
sweat.  But the person that was outgoing 
president said it was very close.   
 
Of course now I am inside. At this time, I can’t 
believe that I am a member of the search 
committee for a new president. If I am not 
inside, then who am I? Well I mean I am inside. 
I am one of the team members. Of I am an 
insider. I am not an outsider of this 
organization. I am not an observer, observing 
from the outside. Now, I am inside. 
 
PROBE :  
At least for my discipline, the key members 
listen to me. That means that I am inside. I 
make the decisions of course small decisions 
not the big decisions, like the teaching or lab 
purchase, budget, planning. 
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language used by others 
to address him; your 
money, your discipline 
department 
 
 
 
 
 
 
 
 
 
Defining her insider 
status from the way 
others treated her  
Explaining how this 
feeling began earlier on 
in the process 

 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
Daniel 

PROBE :  
I think that my boss treated me like an insider 
very, very soon. Even though I did not realize 
that they have already started treating me like 
an insider, it was my duty, my responsibility. I 
found out early on that my Dean had entrusted 
many assignments to me that required budget 
approval. Here I was waiting for the Dean to 
approve my proposals to do this and to do that. 
The Dean on the other hand was saying to me, 
oh that’s your money you need to take care of 
the things for your discipline and department.  
 
I never felt like an outsider. Even as an 
Adjunct, the first day I stepped unto [name of 
college] campus and certainly [name of person] 
at [name of college] did not make me feel like 
an outsider and the folks at [name of college] 
and the folks at [name of college], I did not feel 
like an outsider. I felt like I was part of the 
NCCD maybe I just didn’t know better 
[laughed out aloud]. But, yeah I never really 
felt like an outsider. 
 
I think for me it was primarily a personal shift 
within me.  It wasn’t necessarily anything that 
happened externally. I’m thinking, it happened 
when I was able to consciously accept myself 
as a faculty member because I think that took a 
little bit of time.  Even though I was technically 
a faculty member I didn’t feel as a faculty 
member.  Not because of anything that 
happened going on externally, but just because 
of my own personal feelings of what it meant to 
be a faculty.  So once I made that shift 
introspectively, I felt as though I became part 
of the larger system. 
 
 

Most satisfying about 
career 
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Explaining in terms of 
students nurturing 
Growing students 
 
Cultivating in 
anticipation of reaping 
rewards 
Planting seeds of 
knowledge 
Harvesting student 
success; making a 
difference 
 
Explaining in terms of 
student success 
Students demonstrating 
knowledge in discipline 
 
Seeing students succeed 
in subsequent courses 
Growing students 
confidence 
 
 
Explaining in terms of 
student achievement 
Student’s Career choice 
 
Maintaining past 
relationships while in a 
new career  

 
PJ 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
Lisa 
 
 
 
 
 
Michael 
 
 
 
BG 

 
Dealing with the students and seeing how they 
grow, yeah. 
 
 
I know and I have to know and I have to hold 
onto the belief that we plant seeds regardless of 
whether I’m planting a seed as a counselor or 
as an instructor, we plant seeds and knowing 
that I think is the most satisfying part of my 
job, that I’m making a difference, generally in 
the world but in individuals lives. 

 
 
Most satisfying?  I think it’s rewarding when I 
see students engage and really get it and happy 
and positive and understand.  I think that’s 
real… 

 
Um, being in the classroom. Watching students 
be successful, watching them come in being 
scared of Math and end feeling pretty confident 
about their skills and ready to go on to the next 
course -- student success. 

 
Oh the students’ achievement. I am so glad 
when my student e-mails me and call and say 
Dr M. I am admitted to the medical school. 

 
I still get to do what I have been doing since I 
was 15, building relationships with people in 
industry. I am not limited at one property like I 
used to, when I was in industry. 

Least satisfying about 
career 

  

Dealing with people 
politics 
 
 
Presenting materials the 
same way  
 

PJ 
 
 
 
Daniel 
 
 

Dealing with folks that are unprofessional and 
that are little too caught up with themselves and 
that like to put roadblocks. 
 
The monotony sometimes of doing the same 
thing, teaching the same thing.  In some cases I 
have three sections of the same class and I feel 
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Disappointing when 
students quit trying  
Accepting the status quo 
Failing to motivate 
 
 
 
 
Non teaching 
responsibilities getting in 
the way of teaching 
because of  
 
Non teaching duties 
getting in the way of 
fulfilling his passion to 
teach 

 
 
 
 
Melissa 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
BG 

like a parrot, especially during the lecture 
portions of teaching. That can become a little 
bit monotonous again 
 
When they give up too easily and complain.  I 
think that’s the least satisfying.  How do you 
motivate someone who is not motivated?  You 
know.  They’ve been beat down so much they 
can’t do something.  How do you change that 
around?  Because…been beaten down a lot of 
students. 
 
Um, the administrative things that we have to 
do as a faculty.  Um, it’s not fun but if I could 
just have assistance to take care of all the 
administrative task that would be nice.  
 
I am a teacher to my heart. I rather prefer being 
in the classroom than at a meeting or find the 
time to enhance the courses than acting as an 
administrator. So, for me the least satisfying is 
taking time away from teaching to deal with 
administrative responsibilities of coordination 
and such 

Job security as a result of 
participation in VOE 

  

Accounting for success in 
the classroom but not 
cultural success 
Failing to see the 
connection between 
program completion and 
JOB Security 
 
 
 
 
Attributing VOE 
participation with 
expanding her networks  
Having a 3-year contract 
after completing the 
ritual 

KK 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 

I don’t exactly feel like I have job security 
honestly I really don’t. The Visions of 
Excellence program as an orientation program 
prepares in one way and not in others. What it 
prepares one is really to go through your 
classes and be the best instructor you can be. 
What it does not teach is agency culture and job 
security is more tied to agency culture that it is 
to excellence in teaching and learning and that 
is a sad reality 
 
Well, I mean, you do the slumber party and get 
the 3-year contract.  You’ve got the cute little 
thing on your wall.  To me, it makes you well 
rounded.  You learn a lot of things, meet a lot 
of people and interact and bond.  You build a 
name for yourself.   Unfortunately, just because 
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Failing to connect 
program completion and 
JOB Security 
 
 
 
 
 
 
Failing to see how 
program completion 
enhances JOB Security 
Job security based on 
instructor competence 
 
 
 
Knowing this to be an 
administrative mandate 
Completion fulfills admin 
requirement rather than 
for JOB Security 
JOB Security the result of 
acquiring information 
from other aspects of the 
system 
 
 
 
 
 
 
 
Understanding 
requirement to be 
universal 
Program is more an 
affirming mechanism 

 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
BG 

you work at one campus doesn’t mean you are 
isolated.  People know you.  People ….you 
might not think it, but they do.  Somebody 
knows you somewhere. 
 
I don’t think there’s any correlation.  I’ve never 
put the two together, VOE and job security.  I 
can tell you that if I had not gone through the 
VOE that, I don’t know what the consequences 
would have been, but I know it was an 
obligation.  I know that it was something that I 
didn’t have a choice.  I don’t really see the 
correlation between the VOE and job security. 
 
I don’t know of any connection between VOE 
and job security. I guess I’ve just felt confident 
enough in my abilities, you know, that I’m a 
good Math teacher and they’d be crazy to loose 
me.  So, not unless it was becoming a better 
teacher by some of things that I learned, or 
maybe just were reinforced 
 
I was of the first group and it was implied that 
we needed to do this, but then later on it 
became apparent that they wanted to make it 
obligatory. It was one of those things that you 
had to do, if you were going to get a 3 year 
contract. Umm so, when I did complete it, then 
I said okay that box is checked off. I don’t 
think I really got … I don’t it gave me that 
much job security, quite frankly what gave me 
job security was the fact that I knew how the 
system worked as far as faculty getting 
contracts after the first year. And I realized that 
there are certain things that are going to help 
me get the contract and there are some things 
that are not. 
 
Well, I wasn’t the only person going through 
the process. So, participation in the program 
showed me that the district cares enough about 
it new faculty. It also opened the door for me to 
develop at the district level, to be able to call 
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administrators at the district. So in a sense it 
was a sign of affirmation, we value you to send 
you to this program and we will make it 
mandatory. I saw that as a sign, as a statement 
that says we will help you develop as faculty. 

Getting performance 
feedback from teaching 

  

Receiving periodic 
evaluation from Dean 
 
Explaining in terms of 
multiple sources 
Receiving evaluation 
from Dean 
Relying on student 
feedback  
Receiving feedback from 
student grades 
 
 
 
Explaining receiving 
feedback from multiple 
sources 
Receiving feedback from 
Dean 

Lisa 
 
 
BG 
 
 
 
 
 
 
 
 
 
 
Melissa 
 
 

Every two years my dean will come to my 
classroom 
 
I get my performance evaluation from my dean. 
Deans sit in on our classes. What I gathered 
from the VOE sessions was to do a midterm 
evaluation, so I pass out my own evaluations at 
the end of the course. I invite my students to 
evaluate their learning and from a holistic 
standpoint. Also I get feedback through the 
assessment grades on exams, how well the 
students performed is for me an indicator of 
how effective I have been as a teacher.  
 
IAP, my dean observes me.  Individual action 
plan.  She watches my class.  We already 
actually had it.  This is my formal year.  So she 
observed me and she wrote it up and then I read 
it and we had a talk and then in December we’ll 
have the follow up to close it out. 
 

Explaining performance 
feedback in terms of 
students 
Students decision to 
major in teaching 
discipline  
Positive student 
interactions is a more 
effective measure of job 
performance 
Student Feedback 
 
 
 
 

Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

I’ve told my students the greatest compliment 
that I’ve ever been given by a student is when a 
student says to me, I have decided to become a 
psychology major as a result of taking your 
introduction class.  So that’s, I’m just giving 
you an example of what is really meaningful to 
me.  To me, those papers that we get back from 
the students, or the summary of those papers, 
sure I look at those and I pay attention and I 
make modifications as needed based on those, 
so I see the value of those, but to me it’s those 
individual interactions that I have with students 
that really give me the best indication of 
what’s, of my effectiveness. 
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Seeing her job 
performance through the 
non verbal cues of her 
students  
Ascertaining from 
students immediately in 
class 
Finding feedback from 
past students to be quite 
supportive 
Affirmation from 
students 
 
  
 
Explaining in terms of 
student success 
Students pursuing a 
career path as a result of 
taking his class 

PJ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Michael 

I guess the first thing that I do is that I look at 
my students. I have small classes so if they 
have blank looks; I know there’s something 
going on [loud laughter] and so I guess that’s 
the first thing I feedback as I get back within 
the classroom itself. I think that’s most 
important feedback that I should get. The nice 
feedback that I do get is occasionally I do get e-
mails and letters from former students, which is 
you know, that something that really helps and 
sometimes brief encounters with students after 
they have been through with me and they say 
oh I learned so much more with you than so 
and so. 
 
Oh the students’ achievement. I am so glad 
when my student e-mailed me and call and say 
Dr M. I am admitted to the medical school 

Future career plans in the 
next five years 

  

Explaining why she 
might change location 
but not job 
 
 
 
 
 
Not foreseeing any 
immediate career 
departure 
Seeing self continue in 
present path  
Desiring to pursue 
another career in distant 
future, to augment 
present career rather than 
replace it 
  
 
 

Melissa 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 

I would teach at a community college.  
Probably what I would, what would I change?  
Like my teaching, my job?  I think it would be 
cool to go teach in New York City.  I want to 
go to Columbia and teach at the research, 
community college research center.  That’s 
what I want to do. 
 
Doing what I’m doing, better.  I want to 
continue doing this and I want to do so in a way 
that is more fulfilling and that goes back to 
what I was saying earlier about being more 
flexible in my approach.  I guess I think it will 
enhance my job satisfaction.  Ten years, I know 
you didn’t ask me this, but ten years or so, 
somewhere around there, I would like to open a 
private practice and do that in addition to, as a 
supplement to teaching. 
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Continuing in present 
career teaching in CC 
 
 
 
 
Explanation rooted in 
present circumstances; 
Having a 3-year contract 
Feeling of uncertainty  
Career depending 
institutional factors 
 
Continuing to teach 
Citing projects she is 
currently involved with 
Looking forward to other 
projects; course 
development 
 
 
Choosing to remain in 
CC 
Making the decision 
earlier to be part of CC 

BG 
 
 
 
 
 
KK 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
Lisa 

I would follow the same course all over again. I 
enjoy teaching at the community college. 
Looking back the only thing I would change 
will be to have even additional more 
management experience 
 
3-5 years I am currently on a 3-year contract at 
[name of college]. I umm honestly, I don’t 
know, I think I most likely will remain here 
umm most likely still teaching maybe here 
maybe not. 

 
 
I see myself continuing to teach. I will continue 
to teach, by that time I would be done with this 
project and I would be seeing whether we did a 
good job or not [loud laughter] and if we didn’t 
do a good job probably tweaking it. I probably 
would go on to another project to do a redesign 
of the second semester class. I would continue 
to teach and probably work more toward 
curriculum development. 
 
Um, I would choose to teach at the community 
college.  What I would change I think is my 
little – not knowing what to do soon as I got out 
of high school.  So I just went back to work for 
seven or eight years before I went back to 
college and then I had to put myself through 
college. 
 

How VOE could improve 
new faculty experiences 

  

Explaining VOE benefits 
Helping faculty get 
acquainted 
Expanding faculty 
connections 
Emphasizing the need for  
effective communication  
 
 
 

KK 
 
 
 
 
 
 
 
 
 

programs like VOE are generally a good idea 
because they do help, they actually do help 
faculty know each other and find out what’s 
going on elsewhere in the district umm I think 
that there may need to be perhaps training for 
effective communication umm among faculty 
and staff and administration umm that all of us 
really need to realize that we are for enriching 
the learning experience of students that’s why 
we have this institution. We are here to prepare 
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Encouraging new faculty 
to share ideas 
Reducing attempts to 
muzzle new faculty 
Discouraging 
unproductive practices by 
veteran  
Ensuring that only best 
practices are encouraged 
 
 
 
 
 
 
 
 
 
 
 
Need for early inclusion 
of new faculty into the 
community 
 
 
 
 
 
 
 
 
 
 
Advocating mentoring to 
mediate newcomer 
feelings of loneliness 
 
 

 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
 
 
 
 
BG 
 
 
 
 

students for upper division courses at the 
university level. We are supposed to be role 
models to our students. 

 
Well, first of all, when new faculty members 
have ideas they need to let them say it and 
don’t shut them out. They need to let them 
branch.  They need to be open minded, think 
outside the box because some new faculty 
come in with outside of the box ideas.  Don’t 
just shut them down.  If you shut them down 
you might not ever take them out of the __- 
again, because a lot of the new faculty observe 
the old faculty and they watch what they do and 
how they act, whether it’s doing nothing or 
doing a lot.  It depends on the drive and desire 
of the new faculty, they are going to do the 
same thing.  And if you’re one that just does 
nothing and goes in your office and leaves, 
comes back, whatever, no committees, they are 
going to do the same thing.  That happens 
because you learn the culture.  No one is doing 
anything progressive because we are all 
learning what we’re seeing.   
 
I think to somehow make them feel a part of the 
community earlier. Not force them to do 
everything themselves. So, the mentor thing I 
think could be a big help.  Just someone who 
can call them up and say, “oh we’ve got the 
welcome back breakfast tomorrow, do you 
want to meet me at eight-thirty and we can go 
down together and sit together?”  You know, 
the first year is pretty hard when you’re all by 
yourself and you’re attending those things with 
the entire campus.  Just somebody to say, “Hey 
why don’t you come with me I’ll…”   
 
I would say having a mentor program for new 
faculty, creating a support group like “teaching 
squares” where faculty observe other faculty 
teaching, and then give them feedback on 
improving their teaching. I would recommend 
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Advocating a mentor 
system 
Emphasizing the need for 
more peer review of 
teaching practices 
Anticipating faculty 
needs early in the process 
Encouraging faculty 
interactions 
Providing information on 
non teaching assignments 
early 
Encouraging faculty 
feedback 

 
 
 
 
 
PJ 

that VOE continue to be mandatory for all new 
faculty, but would like to see it commence or 
pushed toward the beginning of one’s career 
not in the middle as was the case for me.  
 
Some of the practical things that they could do 
is anticipate a number of new faculty, have 
offices for them, phone lines, email and plan to 
pair them up not necessarily with persons in 
their discipline. Also allow them time to work 
together, plan together as faculty and outline 
expectations and opportunities for committee 
assignments 
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Appendix D 

Focused Coding 
Other Work Experiences 

 
 ID Excerpt 
Working in non teaching 
related field 
 
 
Working in non  
 teaching related field 
 
 
Diverse background in 
non teaching related 
 
 
 
 
 
Accounting for diverse 
rich experiences; working 
in a variety of non 
teaching related fields 
 
 
 
 
 
 
 
 
 
Limited work experience 
as an intern in a non 
teaching related field 
 
 
 
 
 

Lisa 
 
 
 
Melissa 
 
 
 
Michael 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 

Um… I worked in an office for probably seven 
or eight years after high school, before I went 
back to college. 
 
I was a waitress, when I was in high school.  
Then I worked at Sylvan Learning Center as a 
tutor and I worked at a law firm  
 
I went to [ ]. It is a good job. I also have a lot of 
administrative experience. I have worked as a 
scientist, as an engineer. I also have overseas 
work experience. I got 1 year in [name of 
foreign country] and 3 years in [name of 
foreign country]. 
 
I worked in a college admissions office… 
which is where I was attending which is where 
I was getting my degree and I worked there for 
four years, but there was one summer … I 
worked in a restaurant. After I got out of 
college I was a I had a very brief stint working 
for a doing a door to door thing with an interest 
group I think I was involved with that program 
total for about seventy two hours. I worked in 
insurance premium financing for about a year. I 
also worked in telecom the subscription 
services division. 

 
So my first professional job was part of my 
internship during which I worked as a 
counselor, a supervised counselor within my 
graduate program at the University 
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Varying industry 
experiences in non 
teaching areas 
 
 
 Vast industry experience 
working in the teaching 
field 

PJ 
 
 
 
 
BG 

I have had experience working in labs, in 
science labs doing research as a research 
assistant. I have had experience in Marketing 
and Sales and PR. 
 
Other than teaching at the high school I have 
managed in the field that I am teaching worked 
with many hotels, tons of service experience in 
the hospitality industry including restaurants 
and hotels around the city 
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Appendix E 

Focused Coding 
Life Experiences, Values, Attitudes 

Shaping Decision To Teach at Community College  
 
Life experiences, 
attitudes, values and 
beliefs shaping decision 
to teach at cc 

  

Needing to make a fresh 
start after divorce 
Feeling doubtful about 
skills 
 
 
 
Choosing community 
college as a last resort  
Finding job by chance 
 
 
 
 
 
 
 
 
Considering other job 
options 
Stumbling upon the job 
 
 
 
 
 
 
 
 
 
 

BG 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 

I had just gone through a divorce and looking 
for a new start. I didn’t know if the position 
was still available and I did not know whether 
or not my skill set at the High School would be 
beneficial for me to come to the community 
college level…  

 
I love teaching. I teach from my heart, and 
from my soul. Honestly, I didn’t know… I 
know less about the community college. I just 
think the college is a university. You know, by 
fate, by chance I did not purposefully apply for 
that. Because of my degree is usually for… you 
know especially high degree, it is hard to find 
jobs…So, here I am thinking why not try 
teaching. And also, you know I said I have 
some teaching background 

 
To be completely honest, teaching at the 
community college, or my motivation to teach 
at a community college, it almost happened 
backwards from the way it happens for most 
other people that do this.  Most people make a 
decision to do something and pursue it.  I 
stumbled upon this opportunity to teach at the 
community college.  I originally was applying 
for a different job 
I am a first generation immigrant from … and 
so I think that allows me to experience some 
empathy for some of the issues that a lot of our, 
not just those from Latin American countries, 



202 

 
 
Feeling unfulfilled 
professionally  
Acting on the advice of 
others; obtaining a 
masters degree in order to 
teach 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Finding a sense of 
accomplishment 
Matching skills to the 
most effective use 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

but I think from various nations that come here 
 
I was teaching high school and I said, oh, 
there’s got to be more than that.  So that’s why 
I started looking at websites in North Central 
College District.  I only had, when I started 
here I only had nine hours on my master’s.  So 
I came and spoke with the dean and he pushed 
me.  He didn’t even know me and then he 
interviewed me and then he started pushing me 
and told me the guidelines, you need to finish 
your master’s and have 18 hours, graduate 
hours in this.   
When I taught high school I realized students 
weren’t very interested, focused, too playful, 
too goofy.  I knew as myself I really didn’t like 
So it made me determined to go back to school 
and get a master’s, start working on it to realize 
that I wanted more.  That’s where I sparked the 
interest at.  I went to [name of college].  I was a 
student at [name of college], so I knew about 
[name of college] and I thought maybe I could 
be an adjunct to get my foot in the door. 
 
Well, I think the fact that I tried teaching at an 
early age, and learned from that experience, 
there were some things I liked and some things 
I didn’t like. So, I tried other jobs, and by 
working in other fields, I am a little bit more 
well rounded as a teacher than some teachers 
that go into teaching and that’s all they do. I 
think in some ways it helps me establish 
rapport with the students and sometimes 
understand in what context they would use a 
language, and use it that way. 
 
I had just moved back from [ ] and I was 
teaching at[ name of college], and I was also 
teaching at [name of college] 2 very different 
colleges and I was teaching languages at both 
of them, and I got an opportunity to see who 
were the students of the community college and 
what community college was for, and I really 
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Teaching people with 
similar life experiences  
Understanding their 
plight 
Feeling empathetic 
 
 
 
 
 
 
 
 
 
Accepting others’ 
opinion  
Stumbling into the 
position  

 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 

enjoyed the fact that the community college 
was not just about the pillar of learning, but it is 
also about cultivating the community, and 
really servicing the community. So, that‘s 
something that really called me. 
 
in the years since I got out of college the places 
that I lived umm certainly informed what I was 
going to be working with, who I was going to 
be or whom I was going to be working with in 
the community college because many of my 
neighbors were students… and many of them 
actually wound up to the community college, 
but I see echoes of my neighbors in my 
students, and some of my neighbors I actually 
had a next door neighbor who was one of my 
students. And so having been in the community 
ugh really helped shape my understanding of 
the community college 
 
They immediately pulled me out of the student 
assistant role and put me into teaching. It was 
just good part-time money and I was kinda 
scared, I couldn’t visualize myself as teacher, 
but as soon as I started I knew that’s what I 
wanted to do. I stumbled right into it. Yea, it 
was a serendipity I guess.   
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Appendix F 

Focused Coding 
Visions of Excellence Program Highlights 

 
VOE program Highlights     
Building relationships 
Serving as a conduit for 
resource sharing 
 
 
 
 
 
 
Interacting with other 
faculty 
Fostering new 
relationships 
Knowing people 
 
 
 
 
 
 
 
 
 
 
 
Forging fraternal ties   
Sharing common 
experiences 
 
 
 
 
 
 
 
 

BG 
 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
KK 
 
 
 
 
 
 
 
 
 
 

Number one I would say just being able to 
build new relationships with other new faculty 
to enhance the orientation that we received at 
the district level to each of the sites within the 
system learn what the programs were there… 
there’s a retreat that they had at the beginning 
of it which was good and it was during I think it 
was during none school time … 
 
I don’t know how much of this is because of 
my personality and also my, I’m very much an 
extrovert.  I’m energized by interaction, by 
being around other people.  So I don’t know 
how much of it is that and in conjunction with 
my training again as a therapist, but the 
highlight for me was not the content.  In fact, I 
don’t know if some of the subsequent questions 
are going to be about content, they may be very 
weak responses because for me the highlight 
was about the interaction that I had with other 
people going through the program.  Getting to 
know other people from various colleges in the 
district, that for me was the highlight.  Just 
learning from those interactions.   
 
The retreat had certain strengths that you just 
can’t get through any other means and that is 
the meeting of colleagues from around the 
district knowing who your brothers and sister 
are in the district, in your discipline, in the way 
that the discipline is and that kind of 
camaraderie, that cohort experience that you get 
from that retreat, there’s no substitute for it. 
That was a real highlight. 
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Bonding with others  
Sharing experiences 
Connecting with 
institutions leadership 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Expanding social 
network 
Broadening professional 
network 
Sharing teaching and 
learning philosophies 
Sharing experiences  
 
 
 
 
 
 
 
 
 
 
 
Connecting with others 
Connecting with history  
Avoiding being critical 
 
 
 
 

Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
PJ 
 
 
 
 
Lisa 
 

Then we had a week retreat where you spent 
the night and that’s when you bonded.  That’s 
where I met some of my closest friends. One of 
them was my roommate and we stayed up the 
whole night giggling.  We were tired, but that’s 
okay.  But a lady from Humber college in 
Canada, she came and taught us.  She was 
really fun, you know.  It’s just 
bonding…Probably the highlights were 
meeting people from different campuses.  
Bonding with people outside of your campus.  
Hearing their experiences.  How they are 
different, same, as you are.  Seeing other 
people.  I like seeing administrators.  I like 
learning of the presidents of other campuses. I 
got to meet A.  You know bonding with 
different people.  It was fun.  I like it.  Talking. 
 
That’s been awhile. I cannot remember 
everything in detail, but just that is a very good 
activity. It is a very, very good activity. It is for 
you to know people, for you to know your 
colleagues in same and different discipline 
from different campuses. Also, we shared and 
learned the teaching experiences, the methods, 
and philosophy. Also, to know how far people 
were driving, northwest, east and south, all the 
campuses, because you have to visit all the 
campuses one by one. That is good to go out of 
your location to visit other places; other sites 
still in the same town (county), but other 
locations. That is very good. They also invited 
a guest speaker, a lady from Canada. I liked it. I 
am very busy every Friday, but I still found 
time to go. 
 
Some of the highlights were to meet the other 
folks on the other campuses, to see the other 
campuses and to see how the District worked 
and to become a little bit more familiar with the 
history. I don’t think I was critical in my first 
year, and I think that some of those lessons 
could have been taken out quite frankly. 
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Improving faculty 
awareness on procedures 
and practices 
Extending collegial 
support systems 
 
 
 
 
 
 
 
 
 
Acquiring classroom 
management skills 
learning about students’ 
personalities 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
BG 

I think being able to meet people from other 
campuses. Not only was I able to meet people 
teaching Math at other campuses but just 
people, you know, like I said my peer group did 
not necessarily restrict to Math teachers. So 
talking to people from other campuses, (asking) 
“how do you do it there, (and responding) oh 
really” you know and seeing that maybe some 
thing’s could be changed, other campuses are 
doing it one way, why can we change? So the 
interaction and the collegiality of interacting 
with not only the new faculty but the people 
running the program, A 
 
there were some very interesting topics such as 
mm such as things as learning how to manage 
the classroom better things such as personalities 
of the students as well as of yourself as the 
faculty how that relates to how you deliver the 
content 
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Appendix G 

Focused Coding 
What They Learned 

 
What they learned as a 
result of participating in 
VOE 

  

Conducting assessments 
using various assessment 
techniques 
 
 
 
 
 
 
 
Understanding different 
learning styles 
teaching demonstration 
by seasoned faculty teach 
Assessing different 
teaching strategies 
 
 
 
Acquiring classroom 
management skills 
Understanding different 
learning styles 
Discovering personality 
traits 
 
 
 
 
 
 
 
 
 

KK 
 
 
 
 
 
 
 
 
 
BG 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

I have been through the program 3 times 
already. My first year some of the highlights 
were the true colors workshop is probably one 
of the most useful umm that is a terrific 
workshop. It’s a little too short for the amount 
of the material that needs to be covered, but it 
is a terrific workshop. The workshop on 
formative versus summative assessments that’s 
a good one too and I’ll like to see it enhanced 
 
Learning the different learning styles of 
students the different personalities of students. 
The other thing that was very I think that was 
probably one of the most important things that I 
walked away from VOE with was learning 
other teachers strategies that they used in the 
classroom not so much what they taught but 
how they taught it ugh different drills 
 
We learned like a series of modules so we 
learned about teaching and learning, best 
practices.  So all the models we learned, how to 
make an effective syllabus.  We could apply it 
in our classes.  Learning styles.  We did an 
activity about learning styles.  What are your 
colors, you know.  You figured out what you 
were.  So what are you and what are your 
students.  Whoa, not the same probably.  I’m a 
gold.  My students are probably orange or blue.  
Blue is touchy, feely.  A gold is very organized.  
I’m gold. 
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Dealing with potential 
problems in the 
classroom 
Being exposed to the 
culture of the district 
Reinforcing the values of 
the district 
 
Acquiring information on 
how to access various 
student resources 
Connecting with various 
resource facilitators  
 
 
 
 
 
 
 
 
Experiencing different 
teaching modalities 
reinforced  
 
 
 
 
 
 
 
 
 
 
 
Caring about students 
 
 
 
 

Michael 
 
 
 
 
 
 
 
PJ 
 
 
 
 
 
 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
 
 
 
 
 
Daniel 

Because each time there was a lecture or talks 
designed on various topics. These session 
topics provided relevant information as to 
possible problems you could face. They 
stressed NCCD culture and NCCD values. 
 
 
 
It didn’t help me understand the students better, 
I already…I was pretty aware of what was 
happening. I was an Adjunct with the District 
for a number of years before I started. What it 
did help me is to tap into the resources of the 
District and I think that’s the biggest 
contribution of the Visions of Excellence. 
PROBE: 
From Learning Assistance Centers to Financial 
Aid, Scholarships to you know, to grants and 
programs to etc. 
 
I think when I first started teaching I didn’t 
teach the way that you’ve been taught.  And the 
way I was taught in Math was the teacher 
worked problems on the board the whole class 
period and I copied them down and that worked 
just fine for me, I could learn very easily that 
way, but I’m a Math person. So VOE in 
combination with some of the courses that I 
took in Math education at UT showed me that 
there’s another way to teach.  And so – I’d 
already begun this transition before I came, but 
VOE helped solidify it. Don’t lecture the whole 
class period, you know, use some active 
learning. 
 
I don’t know that I can even answer that.  I 
think it did allow me to become more 
convinced that even at the college level that we 
really care about these people that we are 
educating.  I really think it helped to give me a 
better sense of that.  I sensed it from the people 
that ran the VOE as well as from the people in 
the program. 
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Appendix H 

Focused Coding 
Commitment Influences 

 
Most satisfying about 
career 

  

Nurturing students  
 
 
Cultivating students 
Making a difference 
 
 
 
 
 
 
Engaging students 
Students acquiring 
knowledge 
 
 
Watching students 
succeed Developing 
confident students 
 
 
 
Helping students achieve 
career goals 
 
 
maintaining past 
relationships while in a 
new career  

PJ 
 
 
Daniel 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
Lisa 
 
 
 
 
 
Michael 
 
 
 
BG 

Dealing with the students and seeing how they 
grow, yeah. 
 
I know and I have to know and I have to hold 
onto the belief that we plant seeds regardless of 
whether I’m planting a seed as a counselor or as 
an instructor, we plant seeds and knowing that I 
think is the most satisfying part of my job, that 
I’m making a difference, generally in the world 
but in individuals lives. 

 
Most satisfying?  I think it’s rewarding when I 
see students engage and really get it and happy 
and positive and understand.  I think that’s 
real… 

 
Um, being in the classroom. Watching students 
be successful, watching them come in being 
scared of Math and end feeling pretty confident 
about their skills and ready to go on to the next 
course -- student success. 

 
Oh the students’ achievement. I am so glad 
when my students e-mail me and call and say 
Dr M. I am admitted to the medical school. 

 
I still get to do what I have been doing since I 
was 15, building relationships with people in 
industry. I am not limited at one property like I 
used to, when I was in industry. 
 

Shared Personal values 
with institution 
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Cultivating students 
Developing their skills; 
Having a joint mission 
with institution  
 
 
 
Responding from a 
personal trait perspective 
Listing personal fit 
characteristics with 
institution 
 
 
 
 
 
Explaining shared values 
in terms of student 
success 
Student outcomes; 
making a better life 
Taking pride in students 
achievement 
 
Sharing student success 
with colleagues 
 
 
 
 
 
Explaining shared values 
in terms of concerns 
shared with colleagues 
for the individual student  
 
Explaining shared values 
in terms of priorities; 
putting students first 
Supporting students 
Student success 
 

PJ 
 
 
 
 
 
 
Michael 
 
 
 
 
 
 
 
 
 
Melissa 
 
 
 
 
 
 
 
Daniel 
 
 
 
 
 
 
Lisa 
 
 
 
 
 
 
 
 
 
 

Providing our students with work skills. Skills 
that they are going to use and I think that’s the 
big value is that we see how as we cultivate the 
students, that we cultivate the community. The 
other thing that I see is interest in learning; I 
think that’s another key value. 
 
Umm, talk less I usually, I’m very, very 
friendly to everybody. Every person is very 
nice to me. I am quiet. I am not to want this, 
want that. I just do my job, concentrate on 
doing my teaching. So, usually I am not a 
troublemaker. Yeah. Of course that is a good 
thing. Bad thing is I don’t know too many 
people. I only talk to people in my field. That is 
my personality 
 
I want my students to succeed.  That’s the 
number one thing.  I want my students to do 
well and I am proud of my students.  Not mean, 
but I am hard on them because I want them to 
get it, make a better life for themselves.  I feel 
sometimes they give up.  That’s what I share 
with my colleagues.  
  
The longer I work here the more I begin to 
realize that the majority of faculty that I’ve 
gotten to know, with some exceptions of 
course, but the majority of faculty really and 
genuinely show a concern for the individual 
student 
 
You know I don’t know, maybe you can 
elaborate on what that question means. 
 
Probe: 
We put the student first; we are all concerned 
about our students being successful.  We might 
go about it in different ways but I think if you 
got to the heart of it we are all here for students. 
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Explaining in terms of 
student learning 
outcomes 
Striving for excellence 
 
 
Explaining in terms of 
the institution’s 
commitment to individual 
growth 
Personal development 

KK 
 
 
 
 
 
BG 

I like to think that is that I share a commitment 
to helping members of the student community 
learn umm that, that it is a standard of 
excellence that I maintain, that I share with a 
few other people in this campus 
 
Personal values I think that is resonating within 
the institution is that of personal development. 
One of the things that I do enjoy most about 
being at the community college is the 
environment it almost forces you to continue to 
develop yourself. 
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Appendix I 

Theoretical Coding 

 
Table 4: Theoretical Coding 
Interview Transcriptions VOE Retreat Influences on Participants 

The Retreat Coded Excerpts from Interviews Building Relationships  

Bonding with 
other faculty 
learning their 
names  
Keeping in 
constant 
contact after 
they have left 
the program 
 
 
 
 
 
 
Interacting 
with other 
members of 
the cohort 
from various 
colleges 
 
Knowing 
colleagues 
from similar 
disciplines 
around the 
district 
 
 
 
 

BG 
Number one I would say just being able to build new relationships 
with other new faculty to enhance the orientation that we received at 
the district level to each of the sites within the system learn what the 
programs were there… 
there’s a retreat that they had at the beginning of it which was good 
and it was during I think it was during none school time … 
We actually developed a bond in one of the activities of the course, 
learned each other’s names and we still e-mail and when we have 
District conference day we make a point to kinda get together just 
check to see how things are going ugh questions about you know 
what’s going on in the classroom or District wide umm e-mails and 
that was really the first opportunity for me to develop relationships 
with faculty members outside of my college 
 
Daniel 
…for me the highlight was about the interaction that I had with 
other people going through the program.  Getting to know other 
people from various colleges in the district, that for me was the 
highlight.  Just learning from those interactions.   
 
 
KK 
The retreat had certain strengths that you just can’t get through any 
other means and that is the meeting of colleagues from around the 
district knowing who your brothers and sister are in the district, in 
your discipline, in the way that the discipline is and that kind of 
camaraderie, that cohort experience that you get from that retreat, 
there’s no substitute for it. That was a real highlight. 
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Developing 
close 
friendships 
with people 
that she met at 
the retreat 
Meeting 
people from 
different 
campuses 
 
Sharing with 
people from 
other 
campuses  
Becoming 
familiar with 
the history of 
the district 
 
Meeting 
people from 
outside one’s 
campus and 
outside of 
one’s 
discipline 
 

Michael 
It is for you to know people, for you to know your colleagues in 
same and different discipline from different campuses. 
 
Melissa 
Then we had a week retreat where you spent the night and that’s 
when you bonded.  That’s where I met some of my closest friends. 
One of them was my roommate and we stayed up the whole night 
giggling.  We were tired, but that’s okay.  But a lady from Humber 
college in Canada, she came and taught us.  She was really fun, you 
know.  It’s just bonding…Probably the highlights were meeting 
people from different campuses.  Bonding with people outside of 
your campus.   
 
 
PJ 
Some of the highlights were to meet the other folks on the other 
campuses, to see the other campuses and to see how the District 
worked and to become a little bit more familiar with the history. 
 
 
 
 
 
Lisa 
I think being able to meet people from other campuses. Not only 
was I able to meet people teaching Math at other campuses but just 
people, you know, like I said my peer group did not necessarily 
restrict to Math teachers. So talking to people from other campuses, 
(asking) “how do you do it there, (and responding) oh really” 
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Table 5: Theoretical Coding 
Interview Transcriptions VOE Monthly Sessions 
The Monthly 4th 
Friday Sessions  
 

Coded Excerpts from Interviews Acquiring New Skills   

Acquiring 
classroom 
management 
skills 
Understanding 
different 
learning styles 
 
Learning about 
classroom 
assessment 
techniques 
 
 
 
 
different 
learning styles 
Learning 
different 
strategies from 
other colleagues 
 
 
Observing best 
practices 
Preparing 
effective 
syllabus 
 
 
 
Learning how to 
use active 
learning 
strategies 

BG 
there were some very interesting topics such as mm such as things 
as learning how to manage the classroom better things such as 
personalities of the students as well as of yourself as the faculty 
how that relates to how you deliver the content 
 
 
 
KK 
My first year some of the highlights were the true colors workshop 
is probably one of the most useful umm that is a terrific workshop. 
It’s a little too short for the amount of the material that needs to be 
covered, but it is a terrific workshop. The workshop on formative 
versus summative assessments that’s a good one too and I’ll like to 
see it enhanced 
 
BG 
Learning the different learning styles of students the different 
personalities of students. The other thing that was very I think that 
was probably one of the most important things that I walked away 
from VOE with was learning other teachers strategies that they 
used in the classroom not so much what they taught but how they 
taught it ugh different drills 
 
Melissa 
so we learned about teaching and learning, best practices.  So all 
the models we learned, how to make an effective syllabus.  We 
could apply it in our classes.  Learning styles.  We did an activity 
about learning styles.  What are your colors, you know.  You 
figured out what you were.  So what are you and what are your 
students. 
 
Lisa 
I think when I first started teaching I didn’t teach the way that 
you’ve been taught.  And the way I was taught in Math was the 
teacher worked problems on the board the whole class period and I 
copied them down and that worked just fine for me, I could learn 
very easily that way, but I’m a Math person. So VOE in 
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combination with some of the courses that I took in Math 
education at UT showed me that there’s another way to teach.  
And so – I’d already begun this transition before I came, but VOE 
helped solidify it. Don’t lecture the whole class period, you know, 
use some active learning. 

 
Table 6: Theoretical Coding 
Interview Transcriptions VOE Confidence Influences  
Actions Coded Excerpts from Interviews Confidence   
Being effectively 
prepared 
 
 
 
 
Being well 
rounded 
Having a 3 year 
contract 
 
 
 
 
 
Being a better 
teacher 
Being reinforced 
 
 
 
Having a 3-year 
contract 
Understanding 
how the system 
works 
 
 
 
 
 
 
 
 

KK 
The Visions of Excellence program as an orientation program 
prepares in one way and not in others. What it prepares one is 
really to go through your classes and be the best instructor you can 
be.  
 
Melissa 
Well, I mean, you do the slumber party and get the three year 
contract.  You’ve got the cute little thing on your wall.  To me, it 
makes you well rounded.  You learn a lot of things, meet a lot of 
people and interact and bond.  You build a name for yourself.   
Unfortunately, just because you work at one campus doesn’t mean 
you are isolated.  People know you.  People ….you might not 
think it, but they do.  Somebody knows you somewhere. 
 
Lisa 
I guess I’ve just felt confident enough in my abilities, you know, 
that I’m a good Math teacher and they’d be crazy to loose me.  So, 
not unless it was becoming a better teacher by some of things that 
I learned, or maybe just were reinforced 
 
PJ 
It was one of those things that you had to do, if you were going to 
get a 3-year contract. Umm so, when I did complete it, then I said 
okay that box is checked off. I don’t think I really got … I don’t it 
gave me that much job security, quite frankly what gave me job 
security was the fact that I knew how the system worked as far as 
faculty getting contracts after the first year. And I realized that 
there are certain things that are going to help me get the contract 
and there are some things that are not. 
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Investing in the 
new faculty 
development a 
sign of 
affirmation 
 
 
 
 
Applying 
decisiveness in 
decision making 
Enjoying the job 
 
 
Feeling more 
comfortable 
Becoming more 
involved in 
college affairs 
Being quickly 
integrated into 
the college 
 
 
 
 
Feeling more 
confident 
Developing 
mastery 
 
 
Feeling more 
comfortable 
Feeling more 
relaxed 
Exploring online 
teaching 
possibilities 
 
 
 

BG 
So, paSo, participation in the program showed me that the district cares 

enough about it new faculty. It also opened the door for me to 
develop at the district level, to be able to call administrators at the 
district. So in a sense it was a sign of affirmation, we value you to 
send you to this program and we will make it mandatory. I saw 
that as a sign, as a statement that says we will help you develop as 
faculty. 
 
Daniel 
… I think I began to enjoy my job much more.  And so I began to 
be able to make decisions I would say right around my second 
year, as far as how much time do I devote to this topic versus that 
one. 
 
Melissa 
Probably I was more comfortable.  Probably my teaching schedule 
was a little more balanced because I was on more committees.  I 
started becoming involved.  I was on faculty association.  I was a 
division rep for math and science.  I started traveling more because 
we got a grant called Achieving the Dream and I went to Austin 
for the initial grant and then I went to the strategy institute.  So I 
became more involved and I was on a lot of big committees, 
budget and planning.  I got, I was into everything.  Yeah, that’s 
how it helped me really integrate myself into the school very 
quick. 
 
Michael 
Now, I am more confident. Now I am full of the success 
experience. They also say about the second year, after one of 
practice, after one year of being a supervisor, and organizing, I 
feel that I can handle most of the things smoothly. 
 
BG 
I feel more comfortable, more relaxed, now that I know what to 
expect. The workload is pretty much the same although I don’t do 
as much preps and now that I have said that it might change 
because I am currently looking to adopt some new texts with 
online capabilities so that may entail revamping the current 
curriculum to reflect these new enhancements and changes 
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Teaching online 
Having a voice 
 
 
 
 
 
 
 
 
 
 
Knowing how to 
do evaluations 
from a holistic 
perspective 

Melissa 
Oh, well, it’s different now because, well, I’ve had it, but I have a 
3-year contract.  I’ve had it for awhile now.  I’m teaching an 
online developmental course.  Never in my wildest dreams….i 
have a voice here.  People know who I am.  If you say ____, they 
are going to go, oh yeah.  Everyone knows I teach math.  I’m 
known probably even at other places, you know within the district, 
people know who I am.  I’ve even gone to school myself to get a 
doctorate, that’s different.  I’m just more comfortable.  I have a 
voice. I can say that no, I don’t think this is appropriate or we need 
to do it this way.   
 
BG 
What I gathered from the VOE sessions was to do a midterm 
evaluation, so I pass out my own evaluations at the end of the 
course. I invite my students to evaluate their learning and from a 
holistic standpoint. 

 
Table 7: Theoretical Coding 
Interview Transcriptions VOE Access to District Resources   
Actions Coded Excerpts from Interviews Access to District Resources   
Channeling 
activities 
through the 
SPAR (Students 
Program and 
Resources) 
 
 
 
 
 
 
 
Having access to 
grants, 
Enjoying 
traveling 
privileges 
Attending  
institutes   
 
 

PJ 
Probably I’m more interested in pedagogy and language and 
learning versus literature and culture so much that I was … my 
program that I graduated from was more of a literary program. 
And so I’m a little bit more interested now in how and why 
students learn Spanish versus what’s the meaning of [inaudible]. 
Not that I don’t use the literature, actually I do make sure that I 
have key component of them because it is a very important aspect 
to me. And also what I have done is that I have channeled that 
through doing presentations, through the SPAR programs we do 
presentations to let the whole [name of college]watch the two 
classes 
 
Melissa 
I was a division rep for math and science.  I started traveling more 
because we got a grant called Achieving the Dream and I went to 
Austin for the initial grant and then I went to the strategy institute.  
So I became more involved and I was on a lot of big committees, 
budget and planning.  I got, I was into everything.   
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Knowing how to 
access resources 
already available 
at the district 
level 
 
 
 
 
 
 
 
 
 
 
Having access to 
administrators at 
the district 
 
 
 

PJ 
It didn’t help me understand the students better, I already…I was 
pretty aware of what was happening. I was an Adjunct with the 
District for a number of years before I started. What it did help me 
is to tap into the resources of the District and I think that’s the 
biggest contribution of the Visions of Excellence. 
 
PROBE: 
From Learning Assistance Centers to Financial Aid, Scholarships 
to you know, to grants and programs to etc 
The Visions of Excellence program as an orientation program 
prepares in one way and not in others. What it prepares one is 
really to go through your classes and be the best instructor you can 
be.  
 
BG 

So, paSo, participation in the program showed me that the district cares 
enough about it new faculty. It also opened the door for me to 
develop at the district level, to be able to call administrators at the 
district. So in a sense it was a sign of affirmation, we value you to 
send you to this program and we will make it mandatory. I saw 
that as a sign, as a statement that says we will help you develop as 
faculty 

 
Table 8: Theoretical Coding 
Interview Transcriptions VOE Conduit for Information   
Actions Coded Excerpts from Interviews Conduit for Information  

Influences 
Information on 
what programs 
are available at 
other campuses 
 
 
Sharing 
information on 
teaching 
practices 
Sharing 
information on 
travelling 
distances 
 

BG 
Number one I would say just being able to build new relationships 
with other new faculty to enhance the orientation that we received 
at the district level to each of the sites within the system learn what 
the programs were there… 
 
Michael 
Also, we shared and learned the teaching experiences, the 
methods, and philosophy. Also, to know how far people were 
driving, northwest, east and south, all the campuses, because you 
have to visit all the campuses one by one. That is good to go out of 
your location to visit other places; 
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Information 
about the history 
of the district 
Assimilating the 
view of other 
locations 
 
Exchanging 
information on 
procedures 
Comparing 
practices 
 
Communicating 
information 
about potential 
problems 
Providing 
information on 
district culture 
and values  

PJ 
Some of the highlights were to meet the other folks on the other 
campuses, to see the other campuses and to see how the District 
worked and to become a little bit more familiar with the history. 
 
 
 
Lisa 
So talking to people from other campuses, (asking) “how do you 
do it there, (and responding) oh really” you know and seeing that 
maybe some thing’s could be changed, other campuses are doing it 
one way, why can we change? 
 
Michael 
Because each time there was a lecture or talks designed on various 
topics. These session topics provided relevant information as to 
possible problems you could face. They stressed NCCD culture 
and NCCD values. 
 
 

 
Table 9: Theoretical Coding 
Interview Transcriptions VOE Organizational Commitment Influences 
Actions 
Emotional ties 

Coded Excerpts from Faculty Interviews Commitment   

Feeling cared for 
by the leadership 
Being 
recognized for 
their 
contributions 
Connecting  
emotionally with 
others at the 
college 
 
 
 
 
 
 
 

Michael 
Sometimes I do the work and I feel like nobody notices, but now I 
know the president knows me, they watch me; they care for me….  
I live about fifteen minutes from another one of our sister colleges, 
but I rather commute the longer distance to be here. It’s like a 
family. I don’t want to change. I just want to stay here. 
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Being convinced 
that the college 
cares about 
students 
Sensing a caring 
attitude from the 
organizers of the 
program 
 
Caring for new 
faculty 
Seeing the 
organization’s 
willingness to 
invest in new 
faculty  
development as a 
sign of 
affirmation 

Daniel 
I think it did allow me to become more convinced that even at the 
college level that we really care about these people that we are 
educating.  I really think it helped to give me a better sense of that.  
I sensed it from the people that ran the VOE as well as from the 
people in the program.  
 
 
 
BG 
So, participation in the program showed me that the District cares 
enough about its new faculty. It also opened the door for me to 
develop at the District level, to be able to call administrators at the 
District. So in a sense it was a sign of affirmation, we value you to 
send you to this program and we will make it mandatory. I saw 
that as a sign, as a statement that says we will help you develop as 
faculty. 
 
 

  
Table 10: Theoretical Coding 
Interview Transcriptions VOE Organizational Commitment Influences 
Access to 
District 
Resources 

Coded Excerpts from VP Interviews 
Commitment Influences 

Actions  
Becoming 
acquainted with 
district policies 
and procedures 
 
 
Streamlining 
access to 
district 
resources 
Ensuring equal 
access to 
district 
resources 

VP S 
…learning the policies and procedures of the district; certainly, 
learning what that means to them, what kinds of things they have to 
do related to those policies and procedures or how they impact 
them in their work. 
 
VP Q 
…what the District realized is that some of our colleges were a 
little bit ahead of others in what we were doing globally, that is on 
our campuses. There was obviously no consistency there, no system 
there. So, you couldn’t be sure that all our faculties were receiving 
the same thing and the same amount of the same thing.  
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Table 11: Theoretical Coding 
Interview Transcriptions VOE Organizational Commitment Influences 
Access to Skills 
Development  

Coded Excerpts from VP Interviews Commitment   

Actions Providing Opportunities for Skills Development 
Using the LENS 
teaching and 
learning 
curriculum 
 
 
 
 
 
 
Faculty teaching 
faculty 
Modeling best 
practices 
Being exposed to 
exemplary 
teachers in the 
district 
 
 
 
Acquiring skills 
in pedagogy 
Being exposed to 
the learning 
centered 
paradigm 
 
Developing a 
pool of faculty 
that can be used 
as mentors for 
adjunct faculty 
 
 
 
 
 

VP T 
I really have to say the work on it came primarily out of the 
district office, and if she had one or two VPIs in it, or more other 
people, obviously I don’t know that… I suspect they were things 
that only [name of a person] can tell you. I know generally 
speaking the board has been concerned about professional 
development, whether that pre-dated and prompted some of that 
movement, I don’t know, but it may well have. I really think that 
a lot of the credit goes to the discovery of the materials 
 
VP S 
I mentioned, the contacts with people on other campuses, I think 
certainly are part of the benefits. I think they learn teaching 
techniques from their fellow new faculty and instructors. They 
talk about teaching; they bring in model teachers, people that 
have had excellence in teaching awards and so forth to talk to 
them about good teaching techniques, best practices. So, not only 
learn from each other, they learn from exemplary teachers in the 
district. So, I see those as some of the major benefits of the 
program. 
 
VP T 
I think it gives them some very specific pedagogical tools and 
information. I think it also develops in them, inculcates, I am 
trying to find the right words, a certain view of their role in the 
teaching and learning community that I think it’s really important 
in the early stages. The idea that we are more learner centered..,  
 
VP Q 
What we are trying to do here, we’ve done it in some divisions, 
and of course, we don’t… it’s not mandatory, so it’s not across 
the board. But we are trying to have our Adjuncts assigned to a 
mentor, or assigned to a full-time faculty member that they work 
with. And I think that the best coupling there, as it happens, are 
relatively new faculty that are excited about mentoring, and those 
that have gone through Visions of Excellence program really 
have something to share 
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Becoming 
eligible for a 3 
year contract 

VP T 
I am sure that you are aware of here at [name of college], and this 
was obviously the president’s decision, but one that I certainly 
supported; a faculty member is not eligible for a 3 year contract 
here until he or she has completed the Visions of Excellence 
program. 
 

 
Table 12: Theoretical Coding 
Interview Transcriptions VOE Organizational Commitment Influences 
Providing 
Socialization 
Opportunities 

Coded Excerpts from VP Interviews Commitment Influences 

Actions  
Experiencing 
being part of a 
larger 
organization 
Faculty getting 
together at the 
retreat 
 
A meeting place 
for new faculty 
to share 

VP T 
I think the retreat, I think they have a sense of more of being a part 
of an even bigger organization when they meet people from across 
the district. 
 
 
 
 
VP Q 
The new faculties are for the first time getting a chance to spend a 
great amount of time not only with their [name of college] 
colleagues, but their District colleagues. They were able to get into 
circles and hurdles and talk about things as they are happening 
around the district. I think that’s really important. So often, many 
of us think that the grass is greener on the other side of the 
mountain. I think in these circles you learn that the grass on this 
side of the mountain is equal to the grass on the other side of the 
mountain. You get a chance to confirm that. I think that’s a very 
good thing to happen. 
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