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"Counseling Psychology's
Success Is No Accident"

University of Wisconsin-Madison
campus news story (1997)

At a 1995 Counseling Psychology (CP)

Department Retreat- faculty refocused
their mission to prepare their graduate
students to deliver mental health
services to increasingly diverse
populations in the U.S.




Counseling Psych Success Story

I Their Strateqgic Plan: to build an
Infrastructure in three specific areas:
1. curriculum, 2. climate, and 3. selection
(of both students & faculty).

I Their Decision: to simply add a course or
a diversity dimension to existing courses
was not enough. This generated
significant systemic changes for the
department.




Counseling Psych Success Story

"# Curriculum Change: (Reframed the content)

Faculty integrated diversity issues into all
their courses;

Grad student research was designed to
examine the influences of Western teaching
values on ethnic groups rather than how
ethnicity tends to complicate research
designs;

Faculty were now compelled to share course
details with each other.




Counseling Psych Success Story

2. Climate Change:

Everyone in the department was to emphasize
(Walk the talk) and promote the department(
unigueness. Brochures proclaimed the
department offered more multicultural
emphasis on counseling psychology than any
other program in the country.




Counseling Psych Success Story

3. Selection Process: All student applicants and
new faculty hires were required to demonstrate
their commitment to study and serve
populations in the demographic shift.

(Critics believed the requirement would reduce
program gquality and tarnish the departmentsO
reputation.)




Counseling Psych Success Story

Measures of Success: National rankings

I By 1997 the department rose In the graduate
program rankings from double digits to fifth
place in U.S. News & World Report- The Best
Graduate Schools.

I In 1998 they ranked third and have remained In
top six ever since.




Counseling Psych Success Story

Measures of Success: Diversity

I Underrepresented minority graduate student
populations rose from less than 10% in 1995 to
24% In 1997,

I Among faculty, two out of nine were African
American and two others were Latino. (And
faculty diversity Is still rising.)

I By 2000, 42% of their grad students were
members of minority groups.




Counseling Psych Success Story
Measures of Success: Quality of Program

I In 1995 only 6 to 8 doctoral students and 20 to 25
masters students were selected each year from a
pool of around 50 to 100 applicants.

By 1997, the pool grew to between 300 to 400

| students with increasingly higher GPAG and test
scores indicating an increase in the quality of the
applicant pool.

| During the 1990@ while the national pool of CP
students was shrinking for most programs, the

UW program had to expand to meet the need and

never saw a decrease in minority applicants.




Counseling Psych Success Story

Reasons for Success:

CPeople want to come here. The
department has attracted so much
national attention that faculty are asked to
speak at conferences as representatives
of a model program.OBruce Wompold, CP
Department Chair (1997).




Counseling Psych Success Story

Faculty won over critics when
approach not only increased c
but also Increased academic c

their new
Iversity,
uality and

enhanced the departmentsGre

outation.




Counseling Psych Success Story

ONe were successful because we did not
set out to fill a quota, but focused on how
we could create a department that
prepared counselors to work with diverse
populations and therefore became a
magnet for students and faculty
committed to these concerns.OAssociate
Professor, Hardin Coleman




Counseling Psych Success Story

Epilogue: In 2005, the department, nationally
ranked fourth by U.S. News & World Report,
received the Suinn Minority Achievement Award
from the American Psychological Association
(APA) In recognition of their exemplary
recruitment (now at 44%), retention (currently 97%)

and graduation of minority students.

I The Fall 2005 class included 50% and 40%

targeted underrepresented students in the
doctoral and masters programs respectively.

I In 2006 the program became the number one
ranked CP program in the U.S. News & World
Report rankings.




Counseling Psych Success Story

QDur department provides a setting that
encourages community, self-reflection and
critical inquiry in research and practice. \We
work to create culturally integrative
experiences, both in and out of the
classroom, and encourage personal and
professional growth and development.O
(Alberta Gloria, CP faculty member,
commenting about the award, 2005)




Higher Education Research Institute
Faculty Survey 1995-96

(AT UCLA EVERY 4 YEARS)

34, 000 RESPONDENTS
22,000 MALES

1,800 MINORITY MALES
12,000 FEMALES

I 1,100 MINORITY FEMALES
 HIGHEST DEGREE IN STEM
F=14% M =32%




TABLE 1

TEACHING ACTIVITY (LAST TWO YEARS):
TAUGHT INTERDI SCIPLINARY COURSE

Majority
Males

African.
American
Males

American.
Indian
Males

Asian
American
Males

L atino
Males

38%

Majority
Females

African
American
Females

~ American
Indian Females

Asian
American
Females

L atino Females

36%

36%




TABLE 2

INSTRUCTION METHODS:
COOPERATIVE LEARNING

Majority
Males

African.
American
Males

American.
Indian
Males

Asian
American
Males

L atino
Males

28%

Majority
Females

African
American
Females

~ American
Indian Females

Asian
American
Females

L atino Females




GROUP PROJECTS FOR STUDENTS IN COURSE

TABLE 3
INSTRUCTI ON METHODS:

Majority
Males

African.
American
Males

American.
Indian
Males

Asian
American
Males

L atino
Males

19%

Majority
Females

African
American
Females

~ American
Indian Females

Asian
American
Females

L atino Females




TABLE 4

| MPORTANT GOALS FOR UNDERGRADS:
INSTILL COMMITMENT TO COMMUNITY SERVI CE
(IMPORTANT VALUE QUESTION)

Majorlty 2000 Majority
Males Females

African. African
American American
Males Females

American. ~ American
Indian Indian Females
Males

Asian Asian
American American
Males Females

L atino L atino Females
Males




COMMUNITY SERVICE IN-COURSE REQUIRED

TABLE 5
INSTRUCTI ON METHODS:

Majority
Males

African.
American
Males

American.
Indian
Males

Asian
American
Males

L atino
Males

1%

Majority
Females

African
American
Females

~ American
Indian Females

Asian
American
Females

L atino Females




REDEFINING DIVERSITY

DIVERSITY IS THREE
DIMENSIONAL

STRUCTURAL

MULTICULTURAL

CONTEXTUAL




STRUCTURAL DIVERSITY
helping people adjust to the system

Characterized by:

Compliance-oriented, guota-driven Affirmative
Action initiatives,

I support programs created to recruit/retain

underrepresented populations,

I helping people overcome barriers for access,

I measuring success by increasing the numbers

of underrepresented populations (Head counts)



MULTICULTURAL DIVERSITY
helping sensitize the system to
culture/gender differences

Characterized by:
I Infusing diversity via cultural customs or
gender issues Into our institutions,

I valuing underrepresented populations for
potential to recruit and retain others,

I Initiatives that contribute toward
enhancing organizational climate and,

I more awareness of multicultural/gender
Issues to help change institutional culture.




CONTEXT DIVERSITY

Helping the system adjust to people

s an emerging transformative paradigm
that emphasizes reframing rather than
reforming organizational cultures to meet
the needs of all populations and
especilally underrepresented groups.

$ The dynamic effect is to create a
community with myriad ways to attract
diverse populations and have them thrive
In an academic or workplace
environment.




CONTEXT DIVERSITY

$ Is associated with systemic change in the
core organizational cultures not just
programmatic change.

$ It shifts diversity initiatives from current
concepts and about recruitment and
retention to concepts that emphasize
attracting and thriving (People want to be
here.Q or reframing rather than_reforming




CONTEXT DIVERSITY

$ It also shifts the focus from people as the
source of conflict to the institutional and
organizational cultures as the source of
conflict.

$ It should not be associated with concepts
of Institutional racism, which are often
policies used by dominant groups to
Subjugate subordinate groups.




CONTEXT DIVERSITY

Results are measured not only by how well we
attract diverse populations, but also by how
well we enhance our campus cultures to
Improve upon the academic and work

performance among all students, faculty and
staff.

$ Objective: build diversity into the context of
our higher education system, our learning
communities and beyond.




CONTEXT DIVERSITY

Basic Assumptions:

$ The concern for access iIs still vital, but It
IS not the main problem.

$ The lack of underrepresented
populations (low critical mass) is a
symptom, but not the problem.

$ Underperformance issues and conflict
over the cultural context of higher
education surface as major problems.




Reassessing the problem:

Access vs. Underperformance

Bowen & Bok B Shape of the River (1998)
demonstrated Affirmative Action works but even
accounting for all variables, gaps in academic
performance among various groups still exist.

I African Americans ranked in the 23rd ,

Hispanics ranked in 36" and majority students
ranked 53rd percentile in their graduating class.

I Found social/cultural factors that reduce the
gaps - people-oriented relationships,
family/community engagement, sumoortwe
psychological environments, Worklnq In_ groups,
collaborative learning envwonments etc.




A problem achieving diversity today
lies In the origins of academic culture

I The context of Higher education in the U.S. Is
locked into a centuries - old German research
model imported from Europe and clamped on
a British colonial college system,

I The predominance of a particular and
preferred learning environment tends to
exclude all the others, and thus defines the
cultural context of higher education today,

I The outcome is not only a Euro - centric
learning community, but also a hidden
dimension of cultural context that has been
invisible and ignored until now.




What Is the origin of
Context Diversity and

why IS this paradigm
emerging now?




THE EMERGING
MULTICONTEXT WORLD

In the 1960@, anthropologist Edward T. Hall
identified a variety of national origin cultures
that exhibited learned preferences or Cultural
Contexts that influence how one /nteracts and
associates with others, uses living space,

perceives concepts of time, processes
Information, responds to various teaching and
learning styles, performs academically or in the
workplace, and includes many other cognitive
factors that were imprinted on them In
childhood by family and community and
continue to help shape their world view
throughout their lives.




THE EMERGING
MULTICONTEXT WORLD

Using a binary model, Hall identified some
populations, mainly Northern European cultures,
such as English, German, Swiss, and
Scandinavian people, as Low Context (L C)
cultures because they required little
contextualization to communicate, interact and
Interpret the world around them.




THE EMERGING
MULTICONTEXT WORLD

Hall also identified some populations, that
Included Asians, Arabs, people from other
Middle Eastern and Mediterranean-based
countries, Africans, Latin Americans, and native
North American Indian groups as High Context
(HC) cultures because they required more
social/ cultural contextualization to
communicate, interact and interpret the world
around them.




THE EMERGING
MULTICONTEXT WORLD

US populations are varied and still exhibit to
varying degrees the low or high context
iImprinting of their ethnic heritage. Although
High context populations are increasing in the

United States today, mainstream QAmerican
cultureOand core values are primarily low
context. North American men are generally, but
not always, found to be more Low Context than
North American women.




THE EMERGING MULTICONTEX
WORLD

1990@ research on Latinos revised th

T

e

cultural context model

Diverse populations in U.S. higher education
are not necessarily predominantly HC nor LC

but are instead Multicontextual - a learned

ability to survive in LC academic culture w
maintaining HC characteristics in other
aspects of life.

nile




THE EMERGING MULTICONTEXT
WORLD

$ Although the cultural context model was
never applied to examine organizational
cultures in the past, applying the
Multicontext model today reveals that
higher education is predominantly an LC
culture derived from the 19th century
German research institute model that
grounded graduate and professional training
over the last century.




THE EMERGING

MULTICONTEXT WORLD

$ Since WWI 1, the Gl Bill opened doorsto a

variety of populations including those with
different religious faiths, women and
underrepresented groups who tended to

bring Multicontextual experiences that are
guite different, and even at odds with the
cultural context of academe and even many

wWorkp
tended

ace environments. These individuals
to under-perform academically or

possib

y drop out but they also have had an

Impact

on changing the academic cultures in

many institutions.




The Millennium Generation
populations born after 1982

I Tend to: gravitate toward group
activity; (HC b Gender culture),

Identify with their parentsOvalues

and feel close to their parents; (HC
b Association),

Spend more time doing homework
and housework and less time
watching TV; (LC)




The Millennium Generation
populations born after 1982

Believe Gt@ cool to be smartG

Are fascinated by new technologies;

Are racially and ethnically diverse;
(Multicultural Diversity);

Often (one In five) have at least one
iImmigrant parent (Multicultural
Diversity).




Cultural Context
Components & Functional levels

1. INTERACTION % Micro level B Individual or
workplace/classroom

2. ASSOCIATION % Workplace, campus, community

3. TEMPORALITY % Time orientation

4 TERRITORALITY % Use of space & Place

5. INFORMATION % Networks, information flow &
cognition

6. GENDER/ CULTURE % Gender orientation

7. LEARNING % Learning styles & cognition

8. ACADEMIC SYSTEMS 9% Macro level - Institutional level
characteristics (predominantly
Low Context)




L ow Context Hgh Context

M ulticontext

v v

INTERACTION INTERACTION

Emphasis on words to High use of non -
supply meaning & low verbal signals with
use of non - verbal words to contextualize
signals meaning.

Communication Is
Indirect

Communication Is
direct

S y Disagreement Is
ISagreement IS personalized
depersonalized




mlieln
EeREX

(ml®)

b

SeealSatus

Soclal Setting

HighrandiCow Coniext CommunRicaton
Edward T. Hall- Beyond Culture /Dance of Time




L ow Context Hgh Context

M ulticontext

ASSOCIATION ASSOCIATION

Commitment to Commitment to
people is low people is high

Task orientation Process orientation

Information can be Information without

context is

separated from .
meaningless

context




L ow Context Hgh Context

M ulticontext

=2

TEMPORALITY TEMPORALITY

Time I1s monochronic Time is polychronic

(M time) Scheduled (P_time) Less scheduled
compartmentalized and people-oriented

Time Is a commodity

Time Is a process

Synchrony is not §

Important and tempo Synchrony is important

of life is faster and tempo of life is
slower




L ow Context Hgh Context

M ulticontext

GENDER & CULTURE GENDER & CULTURE

M Time cultures are P Time cultures are
formal and male- Informal and female-
oriented oriented

Formal culture iIs team- Informal culture Is
oriented group-oriented

Space has more Space Is more
boundaries communal

Personal property Is Personal property Is
shared less shared more




L ow Context Hgh Context

M ulticontext

=2

LEARNING LEARNING

Knowledge obtained Knowledge gained by
by logical reasoning a gestalt model

Analytical thinking Is Comprehensive
Important thinking Is important

Learn best by Learn best by
following directions demonstration

Learning Is oriented Learning Is group-
toward the individual oriented




L ow Context

Hgh Context

M ulticontext

ACADEMIC SYSTEMS

LC disciplines -
sciences, engineering,
math

ACADEMIC SYSTEMS

HC disciplines - liberal
arts and humanities.

Scientific thinking is
emphasized

Practical thinking is
valued

Academic/teaching style
Is technical

Academic/teaching style
IS personal




Goals for Implementing Context
Diversity

Infuse all three dimensions of diversity into the
organizational cultures,

Seek systemic, customized ways to create an
Inclusive community of researchers and employees,

Introduce/use new terms and concepts: attracting &
thriving (R & R), balancing & inclusion (barriers),
learning communities (educational pipeline),
reframing & contextualizing (change/reform),

Promote these transformations widely and seek
extramural funds to support them.




Implementing Context Diversity

Action Steps:

"# Locate potential Qoulse pointsOfor
transformation both within the institutional
cultures or units as well as with other
Institutions ( e.g. Internal - research
proposal process, employee development
Initiatives, external - campuses for
recruiting - Teaching Academies, Preparing
Future Faculty programs, etc.).




Implementing Context Diversity

Action Steps:

2. Seek out potential departments,
divisions, programs, researchers
and administrators with interest Iin
adopting these new ideas or find
other higher educational institutions
that are adopting Context Diversity
Initiatives.




Implementing Context Diversity

Action Steps:

3. A department, division or program
must strive to create a total
environment that is contextually
balanced as possible. Itis
Important to provide appropriate
Incentives for participants (e.g.
research opportunities, funding,
human, resources, space, etc.).




CONTEXT DIVERSITY
Offers New Solutions

Offers creative ways to generate systemic change in
campus climate and transform academic cultures.

Reframes (expands/shifts) pedagogy and curriculum
without giving up good educational practices.

Introduces a variety of cultural contexts into our
educational communities to include learning and
teaching styles that serve the needs of a growing
Multicontextual population.

Avoids stereotyping people and is immune to legal
challenges aimed at affirmative action initiatives.

Provides both quantitative and qualitative tools for
outcomes assessment and program evaluation.




CURRENT RESEARCH AND APPLICATIONS FOR
CONTEXT DIVERSITY & MULTICONTEXT THEORY

Creating an American Research University for
the 215t Century B Consortium of SW
institutions UNM, NMSU, ASU, & NAU (Ford
Foundation)

Rural Health Interdisciplinary Program  UNM Medical
School

First Year Learning Communities - UNM
Dental Hygiene Program B NAU
Multicontext Assessment Tools - ASU
Mechanical Engineering © UNM
Research Proposal Initiatives - UNM

National Campus Compact Program
Standardized testing B U. of Georgia
I Academic Research Libraries




PROGRAMS AND DEPARTMENTS THAT
EXHIBIT OR USE CONTEXT DIVERSITY

UNM, NMSU, ASU, & NAU (Ford Foundation)

I UNM Medical School BDProblem Based Learning (PBL)

I Rural Health Interdisciplinary Program B UNM Medical
School

I First Year Learning Communities - UNM
I Dental Hygiene Program D NAU

I Multicontext Assessment Tools - ASU

I Mechanical Engineering ® UNM

I Research Proposal Initiatives - UNM

Emerging Scholars Program (Math) B Uri Triesman
Standardized testing research D U. of Georgia
Academic Research Libraries B (Many campuses)
Undergraduate College D U. of Minnesota




UNM Medical School
& Problem-Based Learning

$ 1979 -Dept. of Family & Community
Medicine introduced Problem-Based
Learning (PBL) Bsmall group, self-directed,
self-assessed, case-based teaching method
that Is Iinteractive, cooperative and accounts
for various learning/teaching styles.




UNM Medical School
& Problem-Based Learning

$ The UNM PBL model was created by five (560G
culture-styleOphysicians who wanted to radically
change medical education to reflect the needs of rural
New Mexico. Trained in big city hospitals, Gvhat
changed us was our experience in rural communities.
So we brought that experience gained after medical
school into the middle of medical schoolO(Art
Kaufman, Chair of Family Medicine).

Embedded with Multicontext dynamics, (small group,
community focused, practical/applied) it now attracts
a high number of women and underrepresented
populations without relying on special recruitment
and retention programs.




UNM Medical School : Context Diversity

& Problem-Based Learning (PBL)

$ IMPACT OF PBL

By 1990 PBL is mainstreamed in UNM Medical School.
$ UNM Medical School Faculty 2003

19% are targeted minority groups

38% are women

$ UNM Family Medicine Faculty D 2003
29% are targeted minority groups
56% are women

$ US News & World Report Rankings 2006

UNMMS Family Medicine program ranks 7th in nation ,
up from 9 " place last year. (In top 10 last 16 years)

UNMMS ranks 2nd in the nation Iin rural medicine for
the 12th consecutive year.




OTHER PROGRAMS THAT WORK
WITH MULTICONTEXTUAL DESIGNS

UNMMS RURAL HEALTH INTERDISCIPLINARY.
PROGRAM (RHIP)

Uses Problem-Based Learning (PBL) and trains
Interdisciplinary teams to serve rural New Mexico.

Over 100 students participate per year,
/5% female in RHIP,

54% female in UNM Medical School,
41% underrepresented in RHIP,

37% underrepresented in UNMMS.

2006 DRHIP is In transition to a highly community-
oriented program




OTHER PROGRAMS THAT WORK
WITH MULTICONTEXTUAL DESIGNS

UNM BIOCHEMISTRY PROGRAM

Uses collaborative inquiry-based learning
(PBL type) approach in special undergraduate
Pathways program. All but one participant Is

In a science, technology, engineering, or math
major, and all Pathways graduates are
pursuing graduate or professional degrees.

Bio Chem Graduates U.S. & UNM
Native Americans .04% 13%
Hispanics 5% 33%




UNM BIOCHEMISTRY STUDENT OUTCOMES

Class ACS Certification Exam
Avg. Class Ranking Underrepresented Students
(National Percentile) (% of Graduating Class)

2001 61% 22%
2002 65% 44%
2003 12% 50%
2004 6 /7% 38%

Note: In past 3 years, 70% of UNM Bio Chem graduates have
pursued graduate or professional degrees




Interviewer: What led you originally into
academia, and then how and why have you
expanded beyond it in so many ways?

A@n always the same person. The academy is
one particular rich context in which 1@n able to
engage in a certain kind of intellectual ferment,
but it@ always been one context among others.
|I@e always been in the studio, in the
nightclubs, in the churches, in the prisons, on
the street. I0e been like that since | was
seventeen. I@e tried to be myself, which is
multi-contextual from the get go. ... I®e always
been the same brother | am now.O

Cornell West, Princeton University, 2004
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