ADMINISTRATION 101 COHORT 3 TEAM PROJECT

Part of our group’s gift to the entire class is a list of resources and best practices from across the state.  Some of the links are from our instructors institutions and were discussed during their presentations.  Others are from our team’s institutions that we thought might be useful.
Resources List
Day One:
PowerPoint Presentation: https://accca.org/files/Admin%20101/2021/Community_College_Governance_Presentation_2021.pdf
Shasta College Planning Documents:  https://www.shastacollege.edu/about/planning-documents/
Article shared by Dr. Joe Wyse: https://www.ou.edu/russell/UGcomp/Kerr.pdf
Day Two:
PowerPoint Presentation:  https://accca.org/files/Admin%20101/2021/ACCCA_Admin_101_-_Fiscal.pdf
Day Three:
Day Four:
PowerPoint Presentation: 
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Day Five:
 Jeff DeFranco’s video presentation:  https://www.youtube.com/watch?v=MK_ZxThxO0o
Clayton Christensen on “Distruption Innovation” in education:  https://www.youtube.com/watch?v=Ar3Z0otIceE
2021 ACCCA Presentation on Change Leadership by Jeff DeFranco References Bolman, L. G., & Deal, T. E. (2008). Reframing organizations: Artistry, choice, and leadership. San Francisco: Jossey-Bass. Collins, J. C. (2001). Good to great: Why some companies make the leap ... and others don't. New York, NY: Harper Business. Connors, R., & Smith, T. (2011). Change the culture, change the game: The breakthrough strategy for energizing your organization and creating accountability for results. New York, NY: Penguin Random House. Gladwell, M. (2000). The tipping point: How little things can make a big difference. Boston, MA: Little, Brown. Higgs, M., & Rowland, D. (2000). Building change leadership capability: The quest for change competence. Journal of Change Management, 1(2), 116-130. http://doi:10.1080/714042459 Higgs, M., & Rowland, D. (2005). All changes great and small: Exploring approaches to change and its leadership. Journal of Change Management, 5(2), 121-151. http://doi:10.1080/14697010500082902 Kotter, J. P. (1995). Leading change: Why transformation efforts fail. Harvard Business Review, 73(2), 59-67. Kouzes, J. M., & Posner, B. (2010). The Leadership Challenge. New York: Wiley. Lepsinger, R. (2010). Closing the execution gap: How great leaders and their companies get results. San Francisco, CA: Jossey-Bass. 2021 ACCCA Presentation on Change Leadership by Jeff DeFranco Pascale, R. T., Millemann, M., & Gioja, L. (2000). Surfing the edge of chaos: The laws of nature and the new laws of business. New York, NY: Doubleday Religious Publishing Group. Rogers, E. M. (1962). Diffusion of innovations. New York, NY: Free Press of Glencoe. Schmieder-Ramirez, J. (2016, September). Six key questions. Presentation at Pepperdine University Graduate School of Education and Psychology, West Los Angeles, CA. Sinek, S. (2009). Start with why: How great leaders inspire everyone to take action. New York, NY: Portfolio. Sinek, Simon. (2010, May) Simon Sinek: How Great Leaders Inspire Action | Video on TED.com [Video file]. Retrieved from http://www.ted.com/talks/lang/eng/simon_sinek_how_great_leaders_inspire_action.html Sullivan, W., Sullivan, R., & Buffton, B. (2001). Aligning individual and organizational values to support change. .Journal of Change Management, 2(3), 247-254.
Documents Shared by the Team:
Yuba College Teleworker Policy and Forms: https://www.yccd.edu/wp-content/uploads/2021/07/Pilot-Teleworker-Handbook-and-Forms-7-15-21.pdf
Gavilan College Student Services Guide, English: https://www.gavilan.edu/student/docs/StudentServicesGuideENG-SP21.pdf
Gavilan College Student Services Guide, Spanish:
https://www.gavilan.edu/student/docs/StudentServicesGuideSPAN-SP21.pdf
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Case Study 1: 



James (he, him, his; Japanese-American, cisgender, gay man) has completed onboarding and training in a new job. His supervisor, Catrina (she, her, hers; White, cisgender, hetero-sexual woman), has been with the department for eight years. They have started to set expectations. Catrina shared that her most successful working relationships involve significant connections. She is hoping to connect with James and hopes to be a resource for him. James shared that he is looking for what he needs from a supervisor. In his first job after graduate school he liked his supervisor as a person but was misled about the work he would be doing. Instead of working with students he provided administrative support. In his next position he felt micromanaged and unsupported. While James does not share this, he also was harassed because of his sexual orientation and has a pending lawsuit against his previous institution. 

Catrina has a history of being an excellent supervisor. James’s new colleagues told him how lucky he is to have her as a supervisor. They said she cares and invests in her team. His new team is diverse in terms of race, ethnicity, gender, and physical ability. They assure James that Catrina “gets it” when it comes to social justice, equity, diversity, and inclusion. They say she is great with students, and her department has a strong reputation. Catrina shares that she hopes that over time James will talk about his career experiences and professional goals and dreams. She says she has dedicated time to understanding the many privileges she holds. Her supervision philosophy focuses on developing her team holistically. By getting to know them as individuals, she can have a better idea of their aspirations and can identify opportunities they might be interested in. Catrina shares that she has been married for 12 years and her husband works in IT at the university. They have three boys and are active in the children’s school. Her oldest son just became an Eagle Scout and the other two are both involved in scouting, too. Finally, she shares that she is very involved in her church, where she teaches Sunday school and she and her husband host a weekly Bible study. She also enjoys hiking, camping, and genealogy. James is not sure if he can be open about his personal life given what Catrina shared. In his previous workplace, there were several colleagues who attended the same church. While they invited James to attend, one colleague in particular said it might not always be comfortable because of “your gay thing.” The same colleague said, “Ours isn’t that kind of church. But we can help you with your issues if you want to come with us.” While this was a peer, their supervisor attended the same church and was present when the comment was made and said nothing to James about it. Catrina senses James’ hesitation to share but does not push him to disclose too much. While affirming of all people, Catrina knows that sometimes, because of her church involvement, people make assumptions about her. She fears she may have gotten off on the wrong foot with James. After a few weeks, Catrina asks James what his ideal work-place would look like and what his ideal supervisor would do. “We both have things to learn, James. I want to learn about what you want in your experience here.” She asks him to come prepared to share the following week. In advance of the meeting, James e-mails Catrina and thanks her for the activity. He shares that he learned a lot and includes a bulleted list of “key aspects of my aspirational workplace:”

· Clear communication of expectations and timelines

· Sense of humor

· Authenticity and care

· Trust and rapport

· Assumptions of goodwill

· Opportunity to bring my whole self into the workplace

· Autonomy

· Supervision informed by experience, institutional know-ledge, and a desire to help me develop

KEY QUESTIONS

1.What assumptions might James and Catrina be making about each other and how could untangle these assumptions to help build a relationship?

2.What self-work should James and Catrina engage in to deeper their understanding of their dominant and marginalized identities?

3.What other activities could Catrina and James engage in to foster trust and rapport? How might these individual conversations inform the types of staff development that Catrina might offer her entire team?

MLA 8th Edition (Modern Language Assoc.)
Robert Brown, et al. Identity-Conscious Supervision in Student Affairs : Building Relationships and Transforming Systems. Routledge, 2020.
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Case Study 2: 

You are a new administrator and have responsibility for a unit over-seeing student leadership opportunities, social justice retreat, and volunteer opportunities. You feel like you are gaining a good sense of your team and their individual styles and have been observing group and individual dynamics. You have had multiple one-on-one meetings with each of the staff and feel that overall good work is being done on behalf of the students. You feel confident in your relationships. Based on these meetings and your observations you notice other dynamics as well: Erica is a program coordinator and is a cisgender, heterosexual, African American woman. She has been in her position for 1.5 years fulltime, previously worked in the center as an undergraduate. She shared that she doesn’t feel supported in the office, and the support for students is rooted in whiteness. You have challenged her to think about why she took the position and how she can shift the narrative, but she spends a lot of time mentoring students and doesn’t feel as if she has the time to do larger scale work. Erin is a program coordinator and a cisgender, queer, white woman who has been in her role for four years. She feels like she is expected to do more work than Erica, and that Erica often gets a pass for doing substandard work. She complains to you about her during your weekly meetings. The other members of the team are Rob and Marisol. Rob is biracial, cisgender, heterosexual man and uses a hearing device. He has been in his role for five months and is the only person hired by you. He serves in the program coordinator role. Marisol is a graduate assistant. She is gender-nonconforming, Latinx woman, been in the role for one month and was selected prior to your arrival.


During staff meetings, there is a lot of silence when team members ask for input and an avoidance to work together. There is also a limited relationship between Erica and Erin. Jennifer served the interim director for close to a year and is a cisgender, lesbian, white woman, has been in her position for four years. Jennifer is conflict adverse and confirms that some of these tensions have been in place, and that she finds Erica to be intimidating, so she avoided addressing concerns. Jennifer does not feel it was her place to address a “personal conflict. ”You plan a retreat for your team to do some team building and long-term vision setting. During the morning you all focus on more personal sharing of stories. Everyone seemed comfortable sharing and talking about most of their identities as it relates to themselves and supporting students. You think that this has set a solid foundation to dig into work as a team for the afternoon. During lunch you notice that Erica and Erin seem to mostly avoid each other but don’t think too much of it. As you shift into the afternoon session and begin mapping out everyone’s roles and responsibilities, Erin gets upset by some of the tasks listed because she is tired of doing programs that are mostly for white students. You share that everything being listed is from the position descriptions that correspond with job duties, and that it is a way for the team to gain a better collective understanding. Erica interjects that Erin’s programs are with mostly white students because she is white, and that’s all the students she recruits. Simultaneously, Rob is enthusiastic and volunteers to take on some of the tasks that Erin is complaining about. Marisol also jumps at the chance. Erica interjects and tells Rob and Marisol to not let Erin dump work she doesn’t want to do onto them. Next thing you know Jennifer is coming to Erin’s rescue and saying that she has been assigned a lot of extra work prior to your arrival, and that Erin hasn’t had time to recruit Students of Color. As the back and forth between Erica and Erin continues, you observe Marisol visibly begin to shut down and withdraw. Rob again interjects with experience he’s had at a previous campus on how maybe the team could recruit more diverse students.

Erica says, “that all sounds great, but will never happen if Erin is the point person.” On that note, you realize that you need to take a break, regroup, and figure out next steps.


KEY QUESTIONS

1.What type of communication power dynamics are occurring (low power/high power, high power/high power, etc.) and how are they impacting team relationships and functioning?

2.How can power be named and neutralized based on identity and hierarchy?

3.As a new supervisor, what ideas do you have to continue to build the team and share power

MLA 8th Edition (Modern Language Assoc.)
Robert Brown, et al. Identity-Conscious Supervision in Student Affairs : Building Relationships and Transforming Systems. Routledge, 2020.
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Cast study 3


The individuals most central to this case are Connor, Tonia, and Jim. Connor is a white, transgender man, in his second year of college working as a Resident Assistant (RA). Tonia, Connor’s direct supervisor, is a Black, cisgender woman working on a graduate degree who has a huge interest is social identities and social justice. Jim, Tonia’s supervisor, is an Asian, cisgender, gay man with several years of work experience in nonprofit education and higher education. After making a crucial duty mistake and subsequently being placed on job probation, Tonia’s supervisee resigns abruptly from the RA position. Three weeks into the fall semester, Tonia, Jim, and fellow colleagues are scrambling to find a replacement that can smoothly transition into the role. After about two weeks, Connor is hired and expected to begin working promptly. As his direct supervisor, Tonia must onboard Connor by introducing him to the staff team and residential community and providing him with continual quasi-training that will help him be successful in the position. Tonia worries that Connor may struggle forming bonds with his fellow RAs because they have already established relationships after summer training and a month and a half of working together. The majority of the RAs are white, cisgender women and men and some of them identify as gay, bisexual, or questioning; Tonia is aware that none of them identify as transgender, and she worries that this will be a barrier for Connor feeling under-stood and accepted. In addition, Tonia recognizes that as a Black woman, her desire to make systemic changes within her role will breed resistance due to the oppression internalized by her and those she works the closest to. While meeting with her supervisor, Tonia requests that she and Jim reconsider who her direct supervisees are, after three weeks of working with Connor. Tonia is seeking to switch supervisees because of multiple challenges she has been experiencing with Connor. She informs Jim that she has been unable to build trust and develop a relationship with Connor because he refuses to acknowledge her presence or communicate with her in any capacity. Tonia describes feeling completely rejected and disrespected by Connor; she notes previous times when he has only taken direction when given to him by Jim or masculine presenting individuals. Jim wonders if there are other social identities, such as disability, that are contributing to Connor’s perceived unwillingness to engage or perform job responsibilities. In addition to the difficulties she has been having with Connor, Tonia mentions that RAs have come to her reporting negative interactions that they have had with him. Some of these interactions include racist comments about Black individuals and affirmative action, criticisms about survivors of sexual assault, negative remarks about people with disabilities, and comments expressing disgust for poor and working class individuals. As a member of each of the communities Connor verbalizes distaste for, Tonia fears that holding him account-able may make her appear irrational, angry, and incompetent as a supervisor. Although she wants to address Connor’s behavior, she worries about the impact it will have on her, the RAs she supervises and the numerous students she serves. Addressing Connor’s behavior can out RAs who shared concerns confidentially and create mistrust, further marginalize/isolate Connor, and open Tonia up to be harmed. Tonia wants to remain engaged by supporting everyone’s growth and learning, minimize potential harm to residents, and maintain her positive reputation as a professional in her department and field.


QUESTIONS TO CONSIDER

1.With harm already occurring across positions of power because of varying dominant identities, what might be the most effective way to address/repair hurt without further marginalizing involved parties and creating a dynamic of mistrust?

2.It is discovered that Connor has a connection to a couple of the identity groups he voices disdain for, meaning that he may be dealing with his own internalized oppression. How might you as a supervisor provide support to his educating and unlearning processes?

3.Do you hold an employee accountable (via job action) for differing but harmful views that don’t align with the department’s values? If so, what steps should be taken to hold them accountable? If not, how should their behavior be properly addressed if it continues?



MLA 8th Edition (Modern Language Assoc.)
Robert Brown, et al. Identity-Conscious Supervision in Student Affairs : Building Relationships and Transforming Systems. Routledge, 2020.
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Action Plan

· What action do you need to take to combat or interrupt (___)ism?


· What resources do you need to achieve this goal?


· What is a realistic timeline for this to happen?

· What hazards or risks are involved? 

· What obstacles might you face?

· How could you overcome or reduce the obstacles?

· What support do you need?

· Where can you find more support?

· How can you measure your success?
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FACILITATING 
DIFFICULT RACE 
DISCUSSIONS 
F IVE I N E F F ECTIVE STR ATEG I ES 
AN D F IVE S U C C ES S F U L STR ATEG I ES


by Derald Wing Sue, PhD 
Professor of Psychology and Education, Teachers College, Columbia University
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Race talk is often not about the substance of an argument, but a cover for what is actually 
happening. To facilitate difficult dialogue about race in a productive manner, instructors need 
to understand not only the content of the communication but the process resulting from the 
interpersonal dynamics. Exploring ineffective and effective race talk strategies will lead to more 
positive outcomes in the workshop and classroom setting.


Avoidance takes many forms, and 
an instructor may unintentionally 


collude with the participant in 
avoiding race talk for many reasons, 


the ultimate result being diversion 
from discussing the real issues.


FIVE INEFFECTIVE STRATEGIES


	 1.  Do Nothing 
	 2.  Sidetrack the Conversation 
	 3.  Appease the Participants  
	 4.  Terminate the Discussion  
	 5.  Become Defensive


Studies indicate that instructors who have not developed a good sense of who they are as racial and cultural beings tend 
to use ineffective race talk strategies. These behaviors generally lead to negative outcomes in race talk but are of value in 
demonstrating what not to do and revealing possible solutions.


DO NOTHING
Instructors will commonly opt for silence in the midst of heated race talk. 
In classrooms, for example, they allow students to take over the 
conversation, exhibiting behavioral and emotional passivity in their own 
actions. Studies suggest that although instructors are experiencing 
powerful emotions and anxieties when dialogue on race occurs they 
attempt to conceal these feelings for fear of appearing inept. 
Feeling paralyzed, lacking racial consciousness, and experiencing confusion 
about how to intervene leads instructors to a deep sense of personal 
failure. More problematic is that their actions or inaction suggest to 
students and trainees that race talk should be avoided.


SIDETRACK THE CONVERSATION
Consider the following scenario of an unsuccessful racial dialogue. 


THE CONTEXT an educator-training workshop


THE TOPIC past discrimination and oppression against people of color 


Female Trainee (stating her thoughts angrily): Why aren’t we also addressing issues like sexism? We women are 
an oppressed minority group as well! I always feel training like this makes women invisible and that our needs 
are ignored. Women are paid less than men, we are treated as sex objects…I mean, everything is about race and 
racism, but what about us…what about our situation?


Instructor: Yes, I can understand that, but I can’t cover every single group that has been oppressed, and this 
training is about the oppression of people of color and the harm they experience from oppression.


Trainee (raising voice): Women are harmed too…why does it have to be like that anyway? Why use an arbitrary 
decision in deciding which group to address? I just don’t believe you can relate to my situation as a woman!


Instructor (becoming slightly defensive, attempting to appease the trainee): Okay, let’s talk about the plight of 
women as an oppressed group. It’s not my intent to ignore discrimination against women. In fact, many of our 
studies on discrimination have dealt with gender microaggressions like sexual objectification.
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The preceding vignette displays a prime example of a trainee, in this case a White female, attempting (most likely 
|unwittingly) to sidetrack the conversation from the topic of race to gender. In classroom settings, race talk is often 
uncomfortable for trainees and instructors alike. Avoidance takes many forms, and an instructor may unintentionally 
collude with the participant in avoiding race talk for many reasons, the ultimate result being diversion from discussing 
the real issues. 


APPEASE THE PARTICIPANTS


Some instructors avoid deep discussions of race in order to maintain what they perceive as classroom harmony. 
They are sensitive to how the workshop or class is perceived by the school, college, or organization and attempt 
to elicit positive feelings and opinions from participants at the expense of productive discussion.


Appeasement may take many forms:


	 •  Allowing the conversation to be sidetracked


	 •  �Avoiding confrontation with the points being made by the participant


	 •  Stressing commonalities and avoiding differences


	 •  �Discussing superficial issues without exploring deeper personal meanings


Maintaining harmony can negate deeper explorations of biases, stereotypes, and deep-seated emotions 
associated with race and racism.


TERMINATE THE DISCUSSION


When instructors are concerned that a racial dialogue threatens to get out of control and are unable to determine 
how best to handle the situation, one of the most common actions is to terminate the dialogue. It may not be 
intentional, and it may involve these strategies:


	 •  �Placing conditions on how the dialogue should be 
discussed, thereby quashing the natural 
dynamics involved 


	 •  �Tabling the discussion, not carrying through on the 
promise to return to the issue in the future


	 •  �Asking the parties involved to discuss the matter 
with him or her outside of the workshop or class


	 •  �Stressing that parties involved should calm down, 
respect one another, and discuss the topic in a 
rational manner


BECOME DEFENSIVE


Race talk between instructor and trainee operates on the 
principle of reciprocity. Whether instructors are White or 
people of color, defensiveness or having one’s buttons 
pushed is a common phenomenon. In order to deflect 
perceived criticism or uncomfortable feelings, trainees 
may directly or indirectly attack the content of the 
communication and/or the credibility of the communicator. 
When confronted with a defensive challenge by trainees, 
instructors of race talk may also become defensive when they find their message being invalidated or their 
credibility assailed.


Most of these ineffective reactions provide us with clues about what facilitative conditions 
need to exist and the types of interventions most likely to help trainees move from racial 
obliviousness to racial consciousness of themselves and one another.


The problem with the maintenance of 
harmony is that it negates deeper 


explorations of biases, stereotypes, and 
deep-seated emotions bassociated with 


race and racism. The teachable 
moment is lost.







4


FIVE SUCCESSFUL STRATEGIES


	 1.  Understand your racial/cultural identity
	 2.  �Acknowledge and be open to admitting your racial biases
	 3.  Validate and facilitate discussion of feelings
	 4.  Control the process, not the content, of race talk
	 5.  �Validate, encourage, and express admiration and appreciation 


to participants who speak when it feels unsafe to do so


Dialogues on race commonly exhibit clashes between the racial realities of one group (people of color) and another 
(generally Whites). The conflicts and their hidden meanings between racial groups tend to emerge in the context of 
race talk. Having critical racial consciousness formed from a nonracist/antiracist orientation is a key to the 
development and use of successful race talk strategies. 


Instructors can conduct positive race talks with the aid 
of effective facilitation strategies. These suggestions and 
strategies, however, are based on the assumption that 
instructors are enlightened individuals who have done 
the necessary personal work to develop nonracist and 
antiracist identities.


 


UNDERSTAND YOUR RACIAL/CULTURAL IDENTITY


Instructors must understand themselves as racial/cultural 
beings by making the invisible visible. Unless they are 
well grounded and comfortable about who they are, a 
lack of insight and awareness only perpetuates ignorance 
in the trainees they hope to help. They cannot be effective 
instructors unless they are aware of their own worldview—
their values, biases, prejudices, and assumptions about 
human behavior.


For example, what does being White, Black/African 
American, Asian American/Pacific Islander, Latino/Hispanic 
American, or Native American mean to them? How does 


their racial identity impact the way they view others and the way others view them? Understanding oneself as a 
racial/cultural being goes hand in hand with how well grounded and secure one will be in a racial dialogue.


ACKNOWLEDGE AND BE OPEN TO ADMITTING YOUR RACIAL BIASES


On a cognitive level, instructors must be able and willing to acknowledge and accept the fact that they are products 
of the cultural conditioning in this society, having inherited the biases, fears, and stereotypes of the society. 
When facilitating a difficult dialogue on race, most instructors are wary about communicating their own prejudices 
and will respond in a cautious fashion that may be less than honest.


Publicly and honestly acknowledging personal biases and weaknesses to self and others may have several 
positive consequences:


	 •  �Freedom from the constant vigilance exercised in denying their own racism 
or other biases


	 •  �Modeling truthfulness, openness, and honesty to trainees about race 
and racism


	 •  �Demonstrating courage in making themselves vulnerable by taking a risk to 
share with trainees their own biases, limitations, and attempts to deal with their own racism


	 •  �Encouraging others in the group to approach the dialogue with honesty, seeing that their 
own instructors are equally flawed


When a heated dialogue occurs on race, 
the duel between participants of different 
races is nearly always on the content level, 
but the hidden and less visible levels are 
where the true dialogue is taking place


Validating and facilitating the 
discussion of feelings is a 
primary goal in race talk.
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VALIDATE AND FACILITATE DISCUSSION OF FEELINGS


Validating and facilitating the discussion of feelings is a primary goal in race talk. The instructor must create 
conditions that make the expression and presence of feelings a valid and legitimate focus of experience 
and discussion. 


Studies in classroom settings indicate, almost universally:


	 •  �The importance of allowing space for the strong expression 
of feelings


	 •  �That participants talking about their anxieties or anger helped 
them understand themselves and others better


	 •  �That it was important to create conditions that allowed for 
openness and receptivity to strong emotions


Trainees in these studies greatly appreciated instructors who were unafraid to recognize and name the racial ten-
sion and the feelings emanating from the discussion because it helped them demystify its source and meaning. It 
can be helpful for the instructor to ask, for example, “How are you feeling right now talking or being confronted 
by this Black person?”


CONTROL THE PROCESS AND NOT THE CONTENT OF RACE TALK


When a heated dialogue occurs on race, the conversation between diverse participants is typically on the content 
level, but the true dialogue is taking place on a less visible level (White talk vs. back talk). Common statements 
(content level) when White talk occurs:


“My family didn’t own slaves! I had nothing to do with the incarceration of Japanese Americans.”


“Excuse me, sir, but prejudice and oppression were and are part of every society in the world, not just the US.”


“I resent you calling me White. You are equally guilty of stereotyping. We are all human beings.”


The substance of these assertions has validity, but to deal with them strictly on the content level will only result in 
having race talk sidetracked, diluted, diminished, or ignored. Understanding the subtext that generates these 
statements is critical for both the instructors and trainees to deconstruct.


Consider the earlier vignette: the instructor controlled the content rather than the process of the dialogue. 
An important education exercise is to practice analyzing these statements from both the content AND process levels.


VALIDATE, ENCOURAGE, AND EXPRESS ADMIRATION AND APPRECIATION TO PARTICIPANTS 
WHO SPEAK WHEN IT FEELS UNSAFE TO DO SO


Participants can feel threatened when engaging in rack talk. Accordingly, instructors should express appreciation to 
those who take a risk and demonstrate courage, openness, and willingness to participate in this difficult dialogue. 
Examples of what an instructor might say: 


“Mary, I know this has been a very emotional experience for you, but I value your courage in sharing with the group 
your personal thoughts and feelings. I hope I can be equally brave when topics of sexism or homophobia are brought 
up in class.”


“As a group, we have just experienced a difficult dialogue. I admire you all for not ‘running away’ but facing it squarely. 
I hope you all will continue to feel free about bringing up these topics. Real courage is being honest and risking 
offending others when the situation is not safe. Today, that is what I saw happen with several of you, and for that, 
the group should be grateful.”


Instructors are wise to seek opportunities 
to express appreciation to members of 


the group who take a risk and show 
courage, openness, and willingness to 


participate in a difficult dialogue.
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We opened with a less-than-successful racial dialogue. Let’s close with an example of a 
successful racital discussion.


As educators involved in racial conversations, whether spontaneous or planned, we will 
continue to be confronted in our teaching or training with challenges about how to turn tricky 
discussions into teachable moments rather than failed exercises. Will we opt for a journey of 
silence, avoiding honest racial dialogues? Or will we choose to effectuate real change—starting 
in our classrooms and workshops—by following the path of racial reality, which may be full of 
discomfort but guarantees to offer benefits to all groups in our society?


Female Trainee (stating her thoughts angrily): Why aren’t we also addressing issues like sexism? We women are 
an oppressed minority group as well! I always feel training like this makes women invisible and that our needs 
are ignored. Women are paid less than men, we are treated as sex objects…I mean, everything is about race 
and racism, but what about us…what about our situation?


Instructor: I’m glad you brought that up. You make excellent points. Yes, women are definitely an oppressed 
group, and we can talk about that as well. Before we do that, however, I’m picking up on lots of strong feelings 
behind your statement and wonder where they are coming from. (The instructor controls the process by 
refocusing exploration on the trainee.)


Trainee: What do you mean?


Instructor: You seem angry at something I’ve said or done.


Trainee: No, I’m not…just upset that women get short-changed.


Instructor: I can understand that, but the intensity with which you expressed yourself made me feel that my 
points on racism were being dismissed and that issues of racism were unimportant to you. Being a woman, you 
clearly understand prejudice and discrimination. Can you use the experience of having been oppressed to better 
understand the experience of people of color?


Trainee: I guess so…I…I guess racism is important.


Instructor: You don’t seem very sure to me. . . you still seem upset. What is happening now? Can you get into 
those feelings and share with us what’s going on?


Trainee: Nothing is going on . . . it’s just that, you know, it’s a hot topic. I guess, talking about racism, it seems 
like you are blaming me. And, I don’t like to feel wrong or at fault or responsible.


Instructor: Tell me about feeling blamed. In what ways do you feel blamed?


Trainee: Well, maybe there are feelings of guilt, although I’m not to blame for slavery or things of the past.


Instructor: Good, let’s all  (referring to entire workshop group) talk about that. Now we are getting somewhere. 
(Turning to entire group of instructors who have been transfixed by the interaction) I wonder if some of you can 
tell me what you see happening here. Do any of you feel the same way? What sense do you make of the 
dialogue we just had here?


Offering in-depth exploration and multiple effective strategies for 
facilitating difficult dialogues about race, Derald Wing Sue’s book, 
Race Talk and the Conspiracy of Silence can be found here.
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ACCCA ADMIN 101
Equity and Identity as an Administrator
Agenda



Welcome 

Discuss hopes/hope nots and goals- Hope Jamboard

Introductory activity on race, identity, and socialization 

Engaging in difficult dialogue 

Identity and intersections -Identity Matrix Worksheet

Saliency  - 10 small pieces of paper needed

Break (15 min) 

Identity Conscious Supervision https://www.youtube.com/watch?v=8QKuGl4lWSQ -Overview synopsis,  discussion, 3 Case Studies in groups of 5-6 

Action and accompliceship 

12-12:30 Lunch Break 

Understanding “self” in equity work- Caucus space by self identified BIPOC (Black, Indigenous and other People of Color) and White (Facilitated by Emilie Mitchell) 

Return together. Debrief what came up for you. 

Closing (30 min) -Final takeaways, Action planning.



















Welcome 

1st time including an Equity discussion for newer CA Community College administrators after many years requesting a session involving equity

Equity is immense 







Focus on our identities as administrators, self understanding and  provide some resources for the complex and challenging discussions occurring post George Floyd, Sean Monterrosa and the rise in Anti Asian violence





















Joshua Moon Johnson () - I think some of the images moved around

Hopes and Hope Nots

What do you hope will come from this session?

What do you hope will not happen in this session?

 Hope jamboard

















Race, Identity and Socialization

Concentric circles Random breakouts

Question 1: Growing up, how did you talk about race and ethnicity? 4 minutes in break outs

Question 2: How did you learn about gender and sexual orientation? 4 minutes

Return to larger group-Discuss 

















Engaging in Difficult Dialogue

Ask inquisitive questions. Ask clarifying questions

Focus on the issue and not the person

Assume they have the best intentions

Be open to learning from others

Be patient with those who have different perspectives than you

Recognize how your identity and lived experiences can affect your perspectives. 

Listen when someone speaks versus thinking about what you are going to say next

Aim to make it an educational conversation for all parties and not a debate

Agree to disagree

Allow for silence, so all parties have time to process and reflect

Be aware of your body language

Notice if you are interrupting



















Activity: Identity 

Identity Matrix Worksheet

Discuss in groups of 5-6- random breakout rooms (8) keep these groups for later

What came up for you?

What surprised you?

How do you think this impacts how you engage in DEI conversations? 

















Identity and Intersections

















Activity: Saliency

Have 10 small pieces of paper

Write an identity of yours onto each piece of paper













Now, take two pieces of paper and throw them out?

Volunteer: Can anyone share what they threw out? How did you decide?

Now, tear up two more

Think about how that felt.

Tear up three more?

Volunteer: Can someone share what is left? Why did you pick those three to save?

Now tear up two more; OK, no no you don’t have to. 

Go into our small groups and discuss. (10 minutes)

Discussion

How did this feel for you?

What were you thinking about through the process? 





Break

Take a 15 minute break















Now, take two pieces of paper and throw them out?

Volunteer: Can anyone share what they threw out? How did you decide?

Now, tear up two more

Think about how that felt.

Tear up three more?

Volunteer: Can someone share what is left? Why did you pick those three to save?

Now tear up two more; OK, no no you don’t have to. 

Go into our small groups and discuss. (10 minutes)

Discussion

How did this feel for you?

What were you thinking about through the process? 





Identity Conscious Supervision

Starts with understanding your own identity and how that intersects with positional power.

Understand my own identity, trauma, and power.

We are all humans first before employees 

Building trusts, relationships, and vulnerability.

Naming and understanding power.

How do we talk about

identity with supervisees and teams.

Fostering identity

supervision in the workplace.

How do we sustain identity

conscious supervision.

How do we support

marginalized team members.

How do we use our position and power for organizational change.  

















10 breakout groups







Identity Conscious Supervision

Case Studies

Meet in groups

Recap as a large group 

















10 breakout groups







Action and Accompliceship

What questions do you have for the group about how to be an effective ally/accomplice?

What are your fears with leading equity efforts?

How do you sustain equity efforts as an administrator?

What are other questions for the group?





























Lunch Break

30 minutes





























Understanding Self in Equity Work

BIPOC identified caucus

Guiding questions provided.. 

Refer back to earlier questions. 

How do you ensure self care? Self Preservation?

When do you make a stand or not?

How do you create cross racial allyship and coalition building? 































Understanding Self in Equity Work



White identified (Facilitated by Emilie Mitchell) 

Guiding questions provided. 

What questions do you have for the group about how to be an effective ally/accomplice?

What are your fears with leading equity efforts? 

What are your fears with talking about equity efforts? 

How do you sustain equity efforts (make a plan, implement, measure) as an administrator? 

What are other questions for the group? 

Some other topics to discuss could be:

White Fragility (book by Robin DeAngelo)

Privilege

Accompliceship, Allyship

Humility, learning, transparency, accountability. 































Whole Group discussion

Debrief what came up for you

Final Takeaways 

Action Plannint
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ADMINISTRATION 101


 


COHORT 3 TEAM PROJECT


 


 


Part of our group’s gift to the entire class is a list of resources and best practices from across the state.  


Some of the links are from our instructors institutions and were discussed during their 


presentations.  


Others are from our team’s institutions that we thought might be useful.


 


Resources List


 


Day One:


 


PowerPoint Presentation: 


https://ac


cca.org/files/Admin%20101/2021/Community_College_Governance_Presentation_2021.pdf


 


Shasta College Planning Documents:  


https://www.shastacollege.edu/about/planning


-


documents/


 


Article sh


ared by Dr. Joe Wyse: 


https://www.ou.edu/russell/UGcomp/Kerr.pdf


 


Day Two:


 


PowerPoint Presentation:  


https://acc


ca.org/files/Admin%20101/2021/ACCCA_Admin_101_


-


_Fiscal.pdf


 


Day Three:


 


Day Four:


 


PowerPoint Presentation: 


 


Equity and Identity 


in Administration 7.24.21.pptx


 


Identity Conscious 


Supervison cast study 1 (1).docx


Cast study 2.docx


Case study 3 


(1).docx


Action Plan.doc


 


facilitating_difficult


_race_discussions.pdf


 


Day Five:


 


 


Jeff DeFranco’s video presentation:  


https://www.youtube.com/watch?v=MK_ZxThxO0o


 


Clayton Christensen on “Distruption Inn


ovation” in education:  


https://www.youtube.com/watch?v=Ar3Z0otIceE


 


2021 ACCCA Presentation on Change Leadership by Jeff DeFranco References Bolman


, L. G., & Deal, T. E. 


(2008). Reframing organizations: Artistry, choice, and leadership. San Francisco: Jossey


-


Bass. Collins, J. C. 


(2001). Good to great: Why some companies make the leap ... and others don't. New York, NY: Harper 
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