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Thank you Marcus Hotaling, Carolyn Lesesane 

and the American College Health Association 

Faculty and Staff  Resiliency Taskforce for the 

invitation to present this talk.



Presentation Objective
The purpose of  this session is to explore how Student Affairs 

Administrators of  Color in the Academy negotiate the Academy—

both Predominantly White Institution (PWI) and Historically Black 

College and University (HBCU) contexts.  

For these cohorts, “fitting in” means developing a professional identity 

that is congruent with certain mores, traditions, and values.  In turn, 

what often happens is that the professional identity that these faculty 

and graduate students develop is often at odds with their authentic 

selves (Bonner, 2004; Fries-Britt & Kelly, 2005). 

In this presentation, we will discuss recommendations to assist student 

affairs administrators of  color remain resilient through 

counternarrative.



Stella L. Smith, PhD is the Associate Director for the 

Minority Achievement, Creativity and High-Ability (MACH-III) 

Center and an Adjunct Instructor in the Department of  

Educational Leadership and Counseling at Prairie View A&M 

University. A qualitative researcher, Dr. Smith's scholarly interests 

focus on the experiences of  faculty and administrators of  color in 

higher education; African American females in leadership in 

higher education; diversity, equity and inclusion of  underserved 

populations in higher education, and P–20 educational pipeline 

alignment.

Dr. Smith was recognized with a 2014 Dissertation Award from 

the American Association of  Blacks in Higher Education and as 

part of  the 2019 Class of  35 Outstanding Women Leaders in 

Higher Education by Diverse Issues in Higher Education. She is 

the Managing Editor the Journal for Minority Achievement, 

Creativity and Leadership and an Associate Editor of  the Journal 

of  Family Strengths. Dr. Smith earned a PhD in Educational 

Administration with a portfolio in Women and Gender Studies 

from The University of  Texas at Austin.



Pritchard, Adam, & McChesney, Jasper (October 2018). Focus on Student Affairs, 2018: Understanding Key Challenges Using CUPA-HR Data. 

(Research Report). CUPA-HR. Available from: https://www.cupahr.org/surveys/research-briefs/.



SOURCE: U.S. Department of Education, National Center for Education Statistics, Integrated Postsecondary Education Data System 
(IPEDS), IPEDS Spring 2019, Human Resources component. See Digest of Education Statistics 2019, table 315.20.

https://nces.ed.gov/programs/coe/indicator_csc.asp#info
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The Chronicle of Higher Education

https://www.chronicle.com/article/black-professors-on-the-track-but-out-of-the-loop/



THEMES RECOMMENDATIONS

I Have Everything to Prove Showcase talent and promote 

presence in nontraditional fields.

It Is Only My Stream of  Double-

Consciousness

Dialogue to understand “otherness” 

and create opportunities to engage 

in key campus decision-making. 

Intersectionalities should not be 

overlooked.
Let Me Entertain You

I Am Having Difficulties Logging In 

to the Network

Create viable recruitment and 

retention strategies. Mentoring.

Adjust Your Climate Control Provide opportunities for 

feedback—subsequently 

operationalized to promote change.

(Bonner, 2006; Faculty of  Color: Teaching in Predominantly White Colleges and Universities)

Black Professors: On Track but Out of the Loop



Black Faculty Themes…

• Navigating Daily 

Encounters with Racism

• Meaning Making through 

Multidisciplinary and 

Intersectional Approaches

• Finding Strength through 

Critical Mentoring 

Relationships



Navigating Daily Encounters with 

Racism
Diversity Committee

I became dejected in the meeting, in recognition that I 
am the only person of  color in the college., and that I 
shouldn’t be putting a target on my back.  I just asked 
the Chair that I be removed from the committee. 
Interestingly, the female faculty members whose 
experiences were also negated asked the same thing at 
a different time.  The Chair asked both of  us to stay on. 
The micro-invalidations in this environment are very 
difficult to deal with. Faculty don’t see them as racism 
or sexism, but I know they are. Tired of  all of  this. 
Mentally and emotionally exhausted. (p30)



Meaning Making through Multidisciplinary 

and Intersectional Approaches

Redefining my Blackness at an HBCU

My struggle was about positively interacting with 
HBCU Black and few White colleagues with 
conflicting views and notions in an intellectual 
setting yet with clear intra-cultural boundaries.

I have had to redefine my Blackness from not just 
being Black, but to being a bridge and an agent of  
change for all people, an in all struggles (race, 
class, abilities, gender, religion, sexuality, age, 
language, and appearance). (p61)



Finding Strength through Critical 

Mentoring Relationships
The Importance of Mentoring

In addition to my formal mentor, I benefited from 
a team of  informal mentors inside and outside my 
department. The informal mentoring team 
consisted of  both junior and senior faculty. 
Informal mentors provide me with the 
opportunity to hear multiple perspectives on an 
issues, which helped me male a more informed 
decision. I relied on my informal mentors to assist 
me with cultivating a sense of  community on 
campus. (p120)





HigherEd Jobs

https://www.higheredjobs.com/Articles/articleDisplay.cfm?ID=2401/



Tempered Radicalism

Tempered radicals are ‘individuals who identify 

with and are committed to their organizations, and 

are also committed to a cause, community, or 

ideology that is fundamentally different from, and 

possibly at odds with the dominant culture of their 

organization’ (Meyerson and Scully 1995, 1586).



COMMITTED



Power of Ambivalence

• Mixed feelings or 

emotions

• Uncertainty as to 

which course of 

action to take



Tempered Radicalism

Five distinct change approaches based on their comfort and understanding of power 

dynamics: 

1. Resisting quietly in order to pursue personal congruence 

2. Turning personal threats into opportunities by confronting discriminatory 

statements, assumptions and organizational practices; 

3. Engaging in negotiations to identify alternative solutions to interpersonal and 

organizational conflicts; 

4. Leveraging small victories to achieve larger organizational results; and 

5. Organizing collective action around a critical issue or organizational 

controversy 



– Secondary Analysis of previously collected data

– Qualitative, phenomenological perspective (Bogdan & Biklen, 2007; Guido, 

Chávez, & Lincoln, 2010; Perl & Noldon, 2000; Howard-Hamilton, 2003, 

Maxwell, 2005)

– Data was collected through semi-structured interviews (Gall, Borg & Gall, 

1996; Seidman, 2006)

– Purposive sampling (Patton, 1990) and snowballing techniques (Gall, Borg & 

Gall, 1996) 

– Twelve study participants (Alfred, 2001; Bailey, 2010; Barrett, Cervero, & 

Johnson-Bailey, 2004; Crews, 2007; Croom, 2011; Green, 2009).

– Document Review  (Bogdan & Biklen, 2007), Interviews (Seidman, 2006; 

Gillham, 2000) and Researcher Reflective memos (Miles & Huberman, 1994)

Methodology 



Profile of a Tempered Radical – Dr. Carter

• Dr. Lily Carter

 Ten years of experience

 Vice president-track position in student affairs

 Area of responsibility included overseeing and 

managing ten programs in a student affairs unit.  

 a B.A. in Economics, a M.A. in Education, and an 

Ed.D in Educational Administration. 

 Dr. Carter’s “outside” identity can pose challenges as 

she navigated the predominately white institution as she 

did not know the “unwritten rules” of the institution.



Profile of a Tempered Radical – Dr. Carter

• Lily Carter, a study participant in a vice president-track 

position in student affairs at South One Public, 

mentioned that, “you have to learn to be in it but not 

of it”, so for African American female senior-level 

executives this meant to learn how to operate and thrive 

in the dysfunction of the predominately white 

institution.



Profile of a Tempered Radical – Dr. Aiden 

• Dr. Emily Aiden

 Twenty years of experience

 Vice president-track position in academic affairs 

 Developing and implementing a comprehensive plan to recruit, 

retain and graduate undergraduate, masters, and doctoral 

students in her college. 

 B.S. in Health and Physical Education, a M.A. in Therapeutic 

Recreation, and an Ed.D in Developmental Education.

• Through her persistence and building a solid reputation in her 

organization, she is seen as a change agent and an advocate for 

social justice. 



Profile of a Tempered Radical – Dr. Aiden 

• She is constantly advancing her own agenda but ensuring that 

it is in alignment with the goals of the institution she said 

states “here is the part that gets a little tricky. I set my own 

agenda and that part kinda bothers me because it is as if they 

know diversity is down the hall but it will take care of 

itself…so I am constantly making sure it gets integrated 

into the fibers of the college and the University”



Profile of a Tempered Radical – Dr. Aiden 

• “Feeling like I am being marginalized...I describe it as the 

closet concept….People know that I am here…they know 

what I do…they know my approach...they know I am 

proactive on things…but when there is a problem that is when 

I come out of the closet…as long as there is not a 

problem…lets keep her in the closet.”



Significance

• The importance and need for more quiet actors in 

innovation advocacy and leadership development.  

Many times it is acts of individual, tempered radicals 

within organizations that advocate and create an 

environment for the innovation change and the 

development of innovation advocates.  



Thank you!

Stella L. Smith, Ph.D. 

Prairie View A&M University

stsmith@pvamu.edu

mailto:stsmith@pvamu.edu
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