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is appealing but not altogether convincing. What appears
to be lacking is any real insight into the actual means by
which recommended action should take place. Little thought
seems to be directed toward bridging the gap between good
intentions and effective implementation. Ideas do not
automatically become translated into action by virtue of

their newness or nobility.

With the recent proliferation of case studies at-
tempting to examine and analyze the application of social
science concepts and techniques to community and institu-
tional settings, a large number of generalizations regarding

the phenomenon of planned change have emerged. Yet, these

have not resulted in many truly useful insights as to pre-

cisely how intended changes actually come about. Efforts

to develop convincing change models for future application

usually results in rather obvious principles about events

and actions arrived at with the benefit of hindsight and

resulting as much from intuition as any systematically ap-

plied formula. In any case, such change studies present

scant evidence that any community and its institutions can

easily accommodate planned change programs, and it seems

as if most program innovators do little to improve upon

the unimpressive record to date.

Nevit Sanford observes that practice in higher edu-

cation, like politics, remains largely untouched by the

principles of social science even as our educational in-

stitutions tend to be governed by social tradition or

improvised in the face of political pressures. He makes

a case for the value of social and psychological theory

as a basis for, and a guide to, research on the educa-

tional process and their application to educational prob-

lems as a means of contributing to a more sophisticated

understanding of how human and organizational behavior

can be modified.

''’Sanford, The American College , p. 25.



11

Hs finds particularly useful the "impressionistic"
approach of Riesman and Jencks in which they utilize se-
lected theoretical models, analogies, and generalizations
to synthesize into some formula a diversity of events and
processes and the relationships among these. Such impres-

sionistic studies can serve as working hypotheses to or-

ganize ideas and stimulate new directions and modes of in-

quiry. Of course, such a socio-analyt ic approach must

rely upon much intuition and good sense. Sanford argues,

in fact, that past educational research has not been suf-

ficiently abstract to encourage comparative institutional

studies; hence, processes identified in one institution
have not been related or added to our knowledge of the

functioning of institutions in general. He calls for an

increased effort to develop theory pertaining to the struc-

ture and functioning of institutions vis-a-vis their social

environment

,

2

In his comprehensive volume of essays on Innovation

in Education , Matthew Miles asserts that most innovations

are ephemeral ways of patching and otherwise tinkering

with old mechanisms to make them more tolerable. Miles

recognizes that innovations are talked about and admired,

but seldom copied; instead, new efforts are attempted ahis-

torically as if they were unique approaches to a unique

problem. He is especially aware of the recurring phenomenon

of innovations not ultimately being incorporated as originally

envisioned, and asks what determines this and what kinds

of revisions are typically made.

Much of Miles' effort is directed at discussing the

rates of change, its adoption, and the conditions which af-

fect these events. He recognizes no single factor, in and

of itself, as being highly related to adaptability and ob-

serves that the rate of diffusion of complex innovations

appears to be the same as for more simple innovations. He

2
Ibid., p. 8ff.
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also notes that different communities vary in the degree
to which they adopt innovations, and a community that
pioneers in one area is likely to in another. 5 Since
there is a tendency for systems to maintain a status quo,

the major impetus comes from the outside; whenever changes
do occur, a sub-system tends to revert to its original
state Temporary structures which operate within and be-

twe^s permanent organizations (e.g., task forces) are seen

as a prime mechanism for bringing about innovation in per-
Zl

manent systems.

Miles maintains that change is the only constant

within systems and that increased sophistication is needed

in its management. He utilizes cases and examples not so

much to prove any assertions made, but to illustrate and

clarify the dynamics of change by showing the presence of

certain regularities. He identifies, for example, certain

pressures for internal change which are fairly typical for

most educational systems: growth and size; discrepencies

between ideals and existing practices; conflict among sub-

systems; scarce resources; and concern for innovation. All

of these can form some adaptation from what currently exists.

Effective innovative enterprises usually require phy-

sical and social isolation, yet thrive on intellectual and

professional connections with the surrounding context for

reinforcement and survival. Often, however, innovative

projects tend to become alienated from the surrounding en-

vironment, and the environment of the innovating group can

exert more power than the project itself. Lacking the

power to cause change directly, they develop substitute

satisfactions, as did the Black Mountain group.

Black Mountain as seen by Martin Duberman was a

vision of a community of learners guided by a respect for

3„. Miles (ed.), Innovation in Education (New York,

1964), p. 321ff.

^Ibid. , p. 432.
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onesty and expression and a pragmatic concern for a liberal

education. Efficiency and structure were not held in high
esteem and were, in fact, seen as deterrents to the spon-
taneous creativity that was such a premium for success
there, but which resulted in a chronic tension which per-
sisted. Despite its progressive rhetoric, Black Mountain's
educational philosophy was confused, its founding principles
constantly disputed, and its procedures based upon random
impulses, according to Duberman. The interpersonal dyna-
mics were so intense as to be ultimately dysfunctional as
relationships gained primacy over the essential purposes
of the institution. From the disparate forces which made
up the Black Mountain experience, no suitable vehicles
emerged for translating intentions into practice. Superi-
ority of ends could not compensate for the inferiority of

means

.

The early phases of the Black Mountain setting were

typically infused with hope, enthusiasm, sense of mission,

and unity; gradually, it lost its spirit and purpose. Each

person who touched the place, in attempting to create and

contribute something in his own fashion, was more of an

obstacle than any external force. As an institution born

in revolt, it could not develop a positive, unifying, and

sustaining goal. Thus, it flourished briefly and expired.

In the final analysis, it was probably its fierce, uncom-

promising desire to be a community, not merely a college,

that brought its dissolution. Never having clearly defined

itself, not rooted in the landscape of any place, or any-

thing before it, Black Mountain may well have been an ana-

chronism which, ironically enough, has gained some enduring

and romantic historical permanence.

Burton Clark sees that colleges, like all organiza-

tions, have a social role. Some seize that role in a pur-

poseful way that we can call a mission. Among these, some

are able to develop and sustain this mission over time; the

mission is then transformed into what Clark terms an "embracing
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sapra." "The organization with a saga is only secondarily
a social entity characterized by plan and reason. It is,
first of all, a matter of the heart, a center of personal
and collective reality ." 1

It is perhaps this quality
which distinguishes Black Mountain from its contemporaries
and most of its successors.

Organizational Behavior and Change

Richard Schmuck and Matthew Miles review the origins
of current reforms in Organizational Development in Schools .

They contend that most attempts at educational reform have
collapsed or have had no effect because of the limited at-

tention given to the organizational context in which re-

forms are tried. ^ The literature on planned change has

gradually turned to_ a consideration of human factors, iden-

tifying strategies to improve organizations which range

from rationale to re-educative to coercive models. While

some proposals call for holistic change, most have been

piecemeal and limited in scope.

Organizational development (i.e., planned, sustained

efforts to apply behavioral science for system improvement)

is advocated by Schmuck and Miles as a way to combat orga-

nizational pathologies in schools and elsewhere. While they

feel it may take two or three years to effect significant,

self-sustaining change, they agree it is possible to mini-

mize paranoia, mistrust, alienation, powerlessness, and

repressive management through systematic attention to ade-

quate communication, integration of individual and organi-

zational goals, development of a climate of trust in deci-

sion-making, and the improvement of morale via reward sys-

tems .

^Burton Clark, The Distinctive College (Chicago,

1970), p. 9.

f)
R. Schmuck and M. Miles, Organizational Development

in Schools (Palo Alto, 1971), PP- 1-5.
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The authors are particularly interested, in the dyna-

mics of educational change because they see schools, per-
haps more than other organizations, suffer from ambiguity
and diversity of goals and from formal controls which in-

duce pressures toward the "processing of cohorts" rather

than individualizing teaching and learning. They appear

to place great faith in the potential role of organizational

development to reverse the dismal record of innovation with-

in educational organizations.

Barry Richman and Richard Farmer, in their book Leader-

ship, Goals, and Power in Higher Education , describe the

real world of complex decision-making
,
not the theoretical

one of "perfect
;
justice, truth, and brotherhood." They

utilize an "open-systems" approach wherein organization

and management are conceptualized as continuously trans-

forming systems, in which there is dynamic transaction with

the external environment. As such, there is always, in an

open system, an element of uncertainty with typically many

external political, social, and economic variables whose

impact upon institutions and their management must be ex-

amined .

This multivariate nature of organizational systems

demands the contingencies available through an open-systems

approach in which differing management practices and or-

ganizational designs are considered most appropriate for

specific situations and varying conditions. While Rich-

man and Farmer recognize the importance of improving in-

ternal efficiency, they consider the key task of effective

management to be to define, articulate, operationalize,

and implement relevant, realistic, and attainable goalo

and priorities. This must be done while considering and

accommodating what the outside world wants, needs, and ex-

pects; what internal constituencies want, need, and expect;

and what the institution itself is capable ol delivering

with the resources available. This process requires know-

ledge of what an organization's goals are as well as
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agreement as to what future goals should be. As they put
it, "You cannot get there from here if both here and there
are undefined."''

7

The authors review several basic models of academic
governance and decide upon one resembling "organized
anarchy" as being the most prevalent in institutions of

higher education. In this model, the university hardly
resembles idealized notions of itself; instead, it re-

flects ambiguity of purpose, has problematic goals if in-

deed it has any at all, lacks ability to learn from experi-

ence, and exhibits an ambiguous power structure. Richman

and Farmer advocate more adequate predictive and prescrip-

tive theories of organization and management. An open-

systems approach does not guarantee any educational utopia,

but it does recognize that promoting scholarship and dis-

covering truth do require an institution's political in-

volvement and then the institution cannot remain uncon-

taminated by money, accountability, efficiency, and manage-

ment .

Victor Baldridge's Power and Conflict in the Univer-

sity analyzes the dynamic processes which occur within and

between formal organizational structures. He avoids

descriptions of static institutional arrangements which

do not reveal much about the organization in action, its

changes over time, the interfaces between its sub-systems,

and the processes by which policy is established and de-

cisions made. For this bureaucratic model he substitutes

a more appropriate political one.

What Baldridge does is to apply conflict theory to

a university setting in order to stress the political

dynamics that lead to the formulation of policy. His

?B. Richman and R. Farmer, Leadership, Goals, and.

Power in Higher Education (San Francisco, 1^/4), p. 67 -
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analysis focuses on: (1) the organization's social struc-
ture, its groups and its settings; (2) interest articula-
tion: how groups translate goals into effective influence;
(3) legislative processes and the execution of policy.

8

In this way, Baldridge is able to capture a holistic
picture of an institution and its dynamics. He develops
a case study of New York University, showing how its plans
were constantly shaped by its social-political context,
and by pressures from numerous sources. It is an effec-
tive expose of polite, but deadly, warfare in an intellec-

tual kingdom fractured into tiny feudal provinces.

Warren Bennis and Philip Slater discuss the inter-

action of individuals and organizations in The Temporary

Society . They see the modern organization as extremely

vulnerable to identity crises because rapid growth and

change distort its original, more simplified goals. This

is especially so for the knowledge industry, which they

predict will grow rapidly in the second half of this cen-
Q ' ...

tury. They maintain that a democratic organization is

the most compatible with perpetual change, although the

university is stubbornly resistant to democratization.

Adaptive, changing, temporary systems will be especially

appropriate during a time of chronic change. Problems

will have to be solved by strangers with diverse skills

who are motivated by the task itself, not by personal at-

tachments. This will require managers to achieve an ap-

propriate mix of people, competencies, and tasks for am-

biguous, unstructured situations. Temporary systems will

often require adaptive processes and adjustment to social

strain and psychological tensions. People, in short, must

be as interchangeable as possible from one organization to

the next

.

8Baldridge ,
Power and Conflict in the Unive rsity

,

pp. 19-26.

9W. Bennis and P. Slater, The Temporary Society;

(New York, 1968), p. 6B.
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Mobility and change will virtually rule out any ef-

fective system of social control and will require total com-
mitment to an organization over a relatively short time.
The danger here is that the more demands that are placed up-
on a relationship, the more likely it is to fall short of
expectations. Creating stability and continuity amid change
requires that the organization take conscious responsibility
for controlling its destiny and evolution

; without a planned
methodology and explicit direction, the enterprise will not

reach its potential.

Planning for Social and Educational Reform

Seymour Sarason is concerned with the processes and

problems of creating and sustaining change in community

contexts. He observes, in The Creation of Settings ,

10
that

most utopian literature conveniently by-passes the realities

of creating settings and much literature tends to explain

phenomena in terms of motivation or personality. The de-

cision to create something new usually reflects an opinion

that existing procedures are inadequate and a sense of mis-

sion is felt to produce a setting that will perform more ef-

fectively.

But consensual agreement on vague new values is in-

adequate in developing viable new settings; values are

necessary, but not sufficient. Settings are created as if

they will work as planned with no provision for change and

thus are inherently weak in anticipating problems and con-

sequences. The result is often initial optimism being re-

placed by pessimism and consensus overcome by polarization.

The consensus of values, in short, does not instruct in how

to create successful settings.

also Seymour Sarason, The Creation oi a Com -

munitv Setting (Syracuse, 19?l). Sarason defines a setting

as a situation in which people and resources are brought to-

gether in a new relationship for sustaining periods of time

to accomplish stated objectives.



Sarason suggests that our own way of thinking about
what we wish to create may be as much an obstacle as ex-
ternal hostility or indifference. Settings may be created
with vague concepts in the absence of vehicles for trans-
mitting intentions into practice. We are reminded that
to do good for others requires knowledge and experience;
when this is lacking, the group's functions and relation-
ships gain primacy over the clarity of values and skill
in operationalizing them. In most organizational settings,
Sarason finds maneuvers, alliances, and conflicts which
absorb its participants, and organizational purposes which
are easily distorted to meet individual needs. While no
organization wants to self-destruct, there are usually
ample warning signals that problems exist. Unfortunately,
these are often ignored, not because problems aren't rec-
ognized or can't be solved, but because individuals re-

fuse to see them and instead rationalize them as virtues
or necessities.

In the creation of settings, there usually exists a

very small number of ideas, convictions, or experiences

which dominate thinking and action. A common failing,

Sarason points out, is not to consider the universe of al-

ternatives in the zeal to improve upon what exists. A

related weakness is to overlook the prehistory of each

setting which predates the current effort. Any setting

is rooted in a local social history which is invariably

reflected in the style and thinking of any new effort.

Sarason repeatedly stresses the complex array of con-

ceptual, personal, and environmental problems which pre-

vail in the creation of settings and the lack of useful

guidelines to follow. The haphazard, unreflective way

in which so many persons engage in the creation of set-

tings is chronicled in the high incidence of failures,

despite all good intentions.
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He hypothesizes that the "social soil" in which an

innovation is to develop and grow must already contain
some fertilizing ingredient. If the social-historical
heritage in which the innovation is to be imbedded cannot
tolerate a break from what was traditionally in that set-

ting, then it is not likely that the new element will be

nurtured to fruition. 11
It is this existing structure or

culture of a setting which defines the permissible ways

in which the problem of change can be approached.

Those who introduce change presumably do so with

certain assumptions that the change is desirable for its

recipients and the intended outcomes are clear to those

seeking change. The literature on planned change tells

us little about how to prioritize changes and predict out-

comes, and what the relationship is between outcomes and the

processes of change leading to them. Sarason cautions us

that familiarity with a setting may have no intrinsic re-

lationship to one's understanding of the change process.

Sarason cryptically sums up his views of schools and

change by stating that efforts to date to introduce sub-

stantive change, particularly in education where simple

solutions are viewed as ends which, when reached in some

mystical way, will change the quality of life. Such ef-

forts, contends Sarason, only result in the illusion of

change

.

Peter Marris and Richard Rein, in their book Dilemmas

of Social Reform ,
present an analysis of urban community

action programs in the 1960s. They conclude that, in its

first five years of operation, the anti-poverty effort

failed to realize its ideals of raising the power of the

poor. Nonetheless, they feel that it did develop a range

of skills and models of action which stimulated a realign-

ment of resources and ideas toward a variety of reform

initiatives. They see the chief innovations of this

11
Ibid., p. 9
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movement to be the creation of the professional reformer
and the invention of an organizational framework appropriate
to his tasks.

What is, in fact, the task of the social reformer
and what guides his thinking and action? Marris and Rein
describe him as one who operates on faith in a creative
imbalance; someone who seeks to upset the prevailing social
balance, sets processes moving again with new arrangements,
and keeps them from once again coming to rest. The reformer,
while influential in initiating new social policies, may not
be able to control his execution and must, therefore, shift
the emphasis of his intervention as the thrust of any one
idea begins to lose its momentum. The emerging acceptance
of a new idea is itself a sign that it is time for still
newer reforms to be insinuated into the new status quo.

Thus, the reformer intervenes by exploiting what is novel
and fashionable to disrupt whatever equilibrium seems to

menace the vitality of imbalance.

To overcome inertia and dramatize its own necessity,

Marris and Rein observe that reform seems to proceed most

effectively when issues become polarized. The reformer

then sides with the less prevailing order and that which

most disrupts the existing equilibrium. The direction of

social reform thus tends to be circular, continually re-

dressing the balance, and institutionalizing new interpre-
15

tat ions of reoccurring needs. Each new slogan contains

all that went before but with new emphases and nuances

which appeal to the moment.

Marris and Rein conclude their assessment of Ameri-

can social reform in the 1960s by suggesting that a society

which tolerates criticism and innovation is forced to inte-

grate and compromise a great variety of ideals and interests

^Peter Marris and Martin Rein, Dilemmas of Social

Reform (New York, 1967) > P- 254.

15Ibid . , p . 256

.
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competing for expression and, thus, can fully satisfy none.
The more widely the freedom to initiate change is spread,
the more difficult it becomes to control and integrate the
outcomes. New lines of action are propogated without any
viable mechanisms for implementation. Society validates
certain ideas to justify a policy, while other useful ideas
are disparaged or discarded. Innovation becomes more dif-
fuse, and each reform represents an extreme choice between
competing ideologies.

Their study is a provocative analysis of the content
and techniques of social reform. Characteristic of any

movement toward social reform is the fundamental struggle

to reconcile the conflict of contending ideals and inter-
. 14

est s

.

As community action evolved, it continually shifted

its emphasis; policy tended to move in a circle, turning

from one alternative to another, as the drawbacks of each

became apparent. In this way, the program was trying to

rationalize the planning of policy through the insights

of social science, as well as devise new procedures of

political accommodation and, at the same time, move toward

a constructive outcome which would make it responsive to

the needs of those whom the policy was intended to serve.

But because these programs were trying to give form and

meaning to so many approaches at once, they were limited
15

in the role they could play in each approach.

Social ideas, and the interpretation of social prob-

lems, often based on conventional wisdom, frequently be-

come fashionable before they are proven. These ideas gain

currency, are passed along, and adquire an authority which

may outlive their usefulness. Often the excitement pro-

voked by an experimental program's rhetoric is responsible

for the appearance of success. But unless a reform move-

ment can institutionalize its purposes, it adds nothing

14 15
Ibid., p. 44. Ibid., pp. 226-8.
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to insight and experience. The process of social reform
only works if it leaves behind growing resources, and not
merely promising rhetoric.

The process of social reform may be conceived of in
two ways, according to Marris and Rein. According to one
conception, the process acts as a stimulus to invention
and provides a means of breaking out of established pat-
terns of service and administrative structures. It liber-
ates ideas rather than foresees their outcomes. In the
other conception of this process, social reform seeks to
create new structures that not merely introduce innovative
ideas, but structures that determine how these ideas are
to be integrated and applied in community and institutional
settings. In essence, the dichotomy between these two con-
cepts of social reform is the distinction between the de-
tached testing of experimental designs and theories on the
one hand, and the pursuit of a deliberate course of social
action on the other.

Warren Bennis also notes the gap between theory and

practice. He acknowledges the contribution of theories

that identify and explain the dynamic interaction of sys-

tems, but he detects a continued absence of applied theory

dealing with strategic leverages for altering systems.

As he puts it, "There are theories of change, but not

theories of changing." 1^ The prevailing assumption that

theoretical insights into change will automatically lead

to more effective functioning via the application of change

strategies is questionable. Exactly how does this insight

become transformed into actual manipulation of social fac-

tors? Bennis contends that action is not related to in-

sight because organizational change theorists resemble
17

astronomers in that they observe without control.

^Bennis, Changing Organizations (New York, 1966),

p. 99.

17Ibid.
, p. 204.
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This production of new knowledge and ideas with only

limited application contributes little to our understanding
of how social processes stifle or facilitate change strate-
gies. Besides merely storing new learning, organizations
must put to use what they learn if they wish to revitalize
themselves, achieve autonomy, and determine their direc-
tion .

Planning, as it specifically relates to change-
oriented goals in higher education, is discussed by Er-
nest Palola and William Padgett in Planning for Self-

Renewal . They identify three variables which facilitate
planning for change: small size, being private, and new-

18
ness; they also identify a strong deterrent to change:

goal evasion (i.e., the inability or unwillingness of edu-

cators to define precisely their objectives and aims).

A key distinction is made between substantive—as

opposed to procedural—improvements, or macro vs micro

change. Merely altering operating procedures can be con-

sidered micro change; bringing about a major shift in an

organization's role and mission is macro change. The

authors recognize that most planning today in higher edu-
19cation is concerned with micro change.

Planning for substantive or macro change, they argue,

involves more than the exploration of intriguing possi-

bilities; it involves making hard decisions among concrete

and often mutually exclusive alternatives. Theirs is a

no-nonesense approach to planning:

Planning is at least as much the domain of

politicians as it is of visionaries. And wide-
spread advocacy, expertise, and consensus are

more valuable to the process than the existence
of a few novel ideas . 20

18Ernest Palola and William Padgett, Planning for

Self-Renewal (Berkeley, 1971 )

,

P* ^1

•

12Ibid., p. 69.
20

Ibid., p. 64.
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No planning effort, in short, can remove itself entirely
from the political implications of decision-making. They
assert that it is better to have a valid political solu-
tion to a problem than something that looks rational ac-
cording to a particular planning study.

Palola and Padgett conclude their work on a somewhat
pessimistic note, observing that the link between planning
and change is weak; when change does come, it is usually
unplanned, and precipitated by external forces. In the
final analysis, predictions of outcomes are vague; the

situation demands risk-taking and the availability of ven-
ture capital.

Diffusion and Application of Innovation

Donald Schon, in Beyond the Stable State , believes

that we have gone beyond the state in which we can possess

a sense of constancy of our lives. We have reached a state

wherein established institutions are regarded as unstable,

social values are eroded, and belief in stability is il-

lusion. What is now needed, says Schon, to overcome the

inherent resistance to change exhibited by social systems,

which he labels "dynamic conservatism," is the development

of new institutional structures and an ethic for the pro-
21

cesses of change. Talk about change is as often as

not a substitute for engaging in it, but this resistance

is not from the stupidity of individuals within a system;

it is a function of the system itself.

Much of Schon' s discussion is concerned with the

process of public learning, i.e., how new problems come

to public attention and how policies become part of pub-

lic action. Ideas are slow to come into currency, but

once institutionalized, they are slow to fade away al-

though they no longer accurately reflect the current state

of affairs. Dynamically conservative systems protect them-

selves against ideas which cannot be brought to public

^Donald Schon, Beyond the Stable State (London,

1971), P- 32.



26
attention without disruptive consequences or perceived a
threatening to prevailing institutions. The means of self-
protection vary—ideas may be relegated to the margins of
society

, they may be repressed, or disconnected from ac-
tion. Or the social system may tolerate ideas of these
kinds in insulated and isolated areas, where they may then
progress to public acceptance.

The process by which ideas are brought into currency,
visibility gained, constituencies built, support gathered
and policy developed—all this is ultimately a political
function. The dynamic conservatism to be encountered from
social systems which feel the threat of displacement must

be combated by any new program which must establish its

visibility, demonstrate its connection with the interests

of those powerful in decision-making, and gradually seek

a continuous, cumulative commitment which will culminate

in support

.

Schon maintains that if ideas are to become powerful

for change in policy, they must enter the field of com-

peting forces and stir up conflict. Thus the struggle of

ideas to gain acceptance has political as well as intel-

lectual dimensions; ideas must tap into the sources of

power and themselves become vehicles for gaining power.

While their approach is cross-cultural in nature and

their examples drawn largely from agricultural innovations,

Everett Rogers and Frank Shoemaker also offer several use-

ful concepts for understanding change in The Communication

of Innovations . They begin by stating that any analysis

of social change must ultimately center upon communication

processes. A particularly useful distinction is made re-

garding the role of mass media, which is important in

creating general public awareness and knowledge of new

ideas, and interpersonal channels (e.g., opinion leaders)
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which are more important in changing individual attitudes.

leaders, oi course, can assume a positive or nega-
tive stance regarding any innovation; and, consequently,

ppcan promote or hinder change.

Questions to be Considered

While the literature on planned change increases, it

remains unimpressive in its contribution to a better under-

standing of the processes of change in higher education.

Much, of course, has been written on educational reform,

various commissions continue to issue reports, and our

revisionist historians are busy detailing the vices of

our vast educational enterprise. Yet, precisely how plans,

policies, and programs in higher education come about still

lacks analysis. Many fundamental questions remain unan-

swered with few clues offered for guidance as to how to

proceed. This study attempts to pose relevant questions

and offer some tentative responses.

Among the issues to be addressed are the following:

Must the original rhetoric or intent of an innovation

necessarily be compromised to gain acceptance? Can edu-

cational decisions be based upon policies and less on the

politics of survival? Can conditions or settings most

conducive to change be identified? Are there useful models

or vehicles for translating intentions into practice? Does

educational change most easily occur, if at all, from with-

in or outside dominant social, political, and organizational

systems? Under what conditions can the impetus for change

within an innovative enterprise be sustained? Are tem-

porary efforts at change effective?

^Everett Rogers and Frank Shoemaker ,
communication

of Innovations (New York, 1971), P*


